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The purpose of this study was to examine 
absenteeism among teachers in three elementary 
schools and to determine its relationship to teacher 
morale factors and demographic variables. 
This study was conducted in three elementary 
schools in which 102 of the 109 teachers participated. 
For data collection, an instrument constructed 
from the Maslach Burnout Inventory (MBI) and the 
Purdue Teacher Opinionaire (PTO) and a personal 
data sheet were used. Analysis of data was made 
by using the Pearson Product Moment Coefficients 
to test the nine hypotheses. 
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From the findings, administrators and district 
personnel were advised to become more familiar 
with absenteeism and staff development techniques. 
More staff development, initiated by administrators, 
was recommended for the younger teachers to motivate 
them and give them self-confidence in managing 
their classrooms in order to curb their absenteeism. 
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Teachers always have to be cognizant of the 
image that they as representatives of school systems 
present to the public and especially to their 
students. According to McDaniel (1982), the most 
lasting impression that a teacher can make on 
a student is the role model that the teacher sets. 
In light of that, an absent teacher is neither 
setting a good personal example nor is he or she 
giving a desirable image of the school to students. 
A desirable image is important and is one reason 
administrators are concerned about absenteeism 
in the workplace. 
Gendler (1977) captured the situation regarding 
absenteeism when he reported a daily struggle 
to try to replace teachers who are absent in a 
number of school systems. Questions arise concerning 
whether or not these absent teachers can actually 
be replaced and what costs will result because 
1 
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of their absences. Absences of employees present 
a never ending concern for school boards as well 
as principals. Students do not have continuity 
in their work and teacher performance is not always 
desirable in the absence of the regular classroom 
teacher. Students, then, are not getting what 
they entered school to receive (knowledge), for 
the teaching/learning process is interrupted by 
absenteeism. There could be factors that are 
responsible for teacher absenteeism, and this 
study highlights a few of them. The purpose of 
this study is to examine absenteeism among teachers 
in three elementary schools and to determine its 
relationship to teacher morale factors and demographic 
variables. 
Background of the Problem 
Many individuals do not enter the teaching 
profession because of inadequate salaries and 
a lack of respect similar to that given individuals 
in other professions. On the other hand, the 
National Association of Elementary School Principals 
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(NAESP), the American Association of School 
Administrators (AASA), and the National Association 
of Secondary School Principals (NASSP) (1980) 
state that there are many individuals who enter 
the teaching profession and like it because of 
intrinsic rewards. Moreover, those individuals 
like the teaching profession because of their 
proficiency in a subject and having an opportunity 
to mold young minds. Problems in the workplace, 
however, plague these dedicated administrators 
and teachers as they try to execute their jobs. 
One of those problems is high levels of teacher 
absenteeism which is frequently accompanied by 
low teacher satisfaction, heavy work loads, teacher 
burnout, and a lack of teacher incentives. None 
of those factors should be taken lightly. 
Rosse and Miller (1984) agree with Gupta 
and Jenkins (1980) that there is a possibility 
that absenteeism is one of a number of symptoms 
exhibiting dissatisfaction with one's work role. 
When only one symptom is treated, that symptom 
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serves as a buffer for another symptom and the 
problems are compounded. Absenteeism, however, 
is considered a major school problem whose importance 
must not be understated. 
Rosse (1985) postulates that absenteeism 
is a costly problem also. Costs with regard to 
direct salary, overtime or staff needed to execute 
responsibilities of absent teachers, benefits 
received by absent teachers, sick pay, and the 
maintenance of a program substituted to fill the 
void caused by the absent teacher are ever present. 
Another costly factor that is sometimes overlooked 
in counting costs is the fact that the teaching/learning 
process is not as effective when substitutes take 
over the classroom; therefore, the students are 
shortchanged. There must, then, be reasons for 
this persistent teacher absenteeism. Teacher 
satisfaction with teaching, teacher burnout, teacher 
incentives and certain teacher demographic factors 
could play a major role. 
The literature is replete with programs to 
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curb absenteeism, but absenteeism still persists. 
Bell (1986) directs attention to the adoption 
of a program to curb absenteeism, lower workman's 
compensation, and reduce costs of health insurance 
as well as turnover in the public schools at Frederick 
County, Maryland. This program was a wellness 
program which helped to create awareness of nutrition, 
teach personnel how to manage stress, and increase 
general awareness of health and the school surroundings 
along with interest in the environment. Not only 
were teachers made aware of many aspects of health, 
their attention was also called to resources outside 
the school. A needs assessment was done, a plan 
was established, and programs that had been tried 
successfully and reported through research were 
called to the attention of the teachers. Results 
of the wellness program indicated that health 
insurance costs and workman's compensation costs 
were reduced. Teachers became conscious of 
responsibility for their own health. Nutritional 
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awareness and stress reduction activities resulted 
in attention to healthier diets and participation 
in activities that relieved stress. Absenteeism, 
still prominent in many places, could be caused 
by morale factors such as teacher dissatisfaction 
with teaching, burnout, and teacher dissatisfaction 
with incentives. 
Truch (1980) attests to the fact that teacher's 
morale has been written about in various papers 
and studies in conjunction with student achievement 
and student enrollment. Low teacher satisfaction 
with teaching, resulting from environmental conditions 
because of a lack of upward mobility and pressures 
from all facets of the school community, has caused 
problems in the classroom as well as absenteeism. 
An example of those environmental conditions causing 
problems is the insecurity which teachers experienced 
from employment uncertainty arising from declining 
enrollments. 
According to Goodlad (1984), teachers have 
low teacher satisfaction with teaching and are 
dissatisfied with their jobs. Nationwide, teachers 
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are dissatisfied with their jobs and this is evident 
in the fact that high school teachers and those 
in schools in the cities register lower teacher 
satisfaction with teaching and greater dissatisfaction 
than those in other areas. 
During the 1970s the public's pronouncement 
of disgust with education in the public schools 
sent clear signals to Washington. Because of 
the profundity of the message, a task force, the 
National Commission on Excellence in Education 
(1983), studied the educational conditions and 
reported their findings. Some results of trying 
to combat mediocrity, however, according to Hintz 
(1987), have backfired, for teacher satisfaction 
with teaching has been caught in the middle of 
the intervention process and has declined. Not 
only could teacher satisfaction with teaching 
have some bearing on teacher absenteeism but teacher 
burnout as well is another problem that could 
affect absenteeism. 
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Pines and Maslach (1980) found that there 
are persons with certain personality qualities 
that give them the desire to work in service oriented 
careers. Because those individuals are people 
oriented they are susceptible to burnout whenever 
rigorous demands on the job tax their emotions. 
Principals can help to alleviate unnecessary 
teacher burnout. One tool that can be used is 
the Schlansker Supports Value Inventory to assess 
the supports that alleviate unnecessary stress. 
Having developed this instrument, Schlansker had 
both teachers and principals to list those supports 
they considered most important. Among the greatest 
supports listed by both teachers and principals 
was sharing of professional experiences among 
teachers and principals. Further, teachers need 
to be able to contact and interact with individuals 
who act as support persons. In addition, principals 
should possess attitudes of caring for, sharing 
with, and interacting with teachers. Finally, 
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adequate physical facilities should be provided 
to make teachers comfortable and possibly lessen 
burnout. 
Hoiberg (1980) also interested in teacher 
burnout and measures for its resolution, states 
that teachers are so engrossed in their jobs that 
they fail to take sabbaticals or change from one 
grade to another during their whole teaching 
experiences. The lack of change could cause burnout. 
Principals, too, add to the state in which teachers 
find themselves, for principals are lax in giving 
positive feedback to teachers for jobs well done. 
They fail to recognize that feedback would lessen 
burnout. 
Mitsoff (1990), however, takes a different 
approach to the problem of teacher burnout as 
she expounds on the way children have of empowering 
teachers. That empowerment could have some 
relationship to the lessening of burnout. When 
a teacher comes in contact with children, boundless 
energy springs forth in her because children have 
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an inspiring zeal for life. In addition, Mitsoff 
(1990) writes that she is a better teacher when 
she responds to the energy that her children possess. 
If teachers become aware of children's energy, 
become receptive to it, and respond to it, they 
might not become victims of burnout. 
Many researchers have labeled teaching as 
one of the three most stressful jobs along with 
surgery and traffic control. Schlansker (1987) 
postulates that principals have an opportunity 
to alleviate burnout in teachers. During the 
1980s, the term, teacher burnout, was added to 
teachers' vocabularies. Teacher burnout became 
a school and household word on the lips of America's 
teachers. Schlansker (1987) also stated that 
stress comes as a result of experiences that leave 
teachers with feelings of anxiety. She agreed 
with Calabrese (1987) and Thomas (1987) when she 
expressed the idea that all stress is not bad 
because some stress is used to motivate individuals 
to achieve, for without that stress, many accomplishments 
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would not exist. On the other hand, burnout results 
when all of the stressful experiences have been 
combined. At that point, emotional exhaustion 
is heightened and there is a tendency to give 
negative evaluations regarding one's job tasks. 
When this condition of burnout sets in, a depreciation 
of the usual caliber of work one accomplishes, 
teacher satisfaction with teaching, increased 
absenteeism, and even job turnover come into prominence. 
Teacher incentives or the lack of them could also 
be connected with teacher absenteeism. 
According to the National Association of 
Secondary School Principals, the National Association 
of Elementary School Principals, and the American 
Association of School Administrators (1984) all 
across the nation, teacher performance still is 
essential to the teaching/learning process. School 
districts are being pressurized to improve teacher 
performance. Many systems have turned to teacher 
incentives to assist in accomplishing the task. 
Principals and other administrators have often 
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ignored signs of low teacher satisfaction with 
teaching and teacher burnout that might cause 
teacher absenteeism. In addition, they did not 
use incentives that might be helpful. 
Significance of the Study 
There is the hope of the writer that the 
information in this study would be helpful in 
the following ways: 
1. It will add to existing research relative 
to the teacher variables researched. 
2. It will give boards of education who 
set policies and administrators who execute 
those policies helpful information to 
use in curbing absenteeism and lessening 
time spent on contacting substitutes 
that could be used in other ways to promote 
school effectiveness. 
3. It will stimulate the thinking of principals 
so that they will seek measures to have 
regular teachers remain in the classroom 
in order to increase student achievement. 
4. It will present valuable information 
for parents who want their children to 
learn and the teacher's presence in the 
classroom might increase student learning. 
Statement of the Problem 
Absenteeism has become a major problem in 
education today and this research studies it. 
The problem of this research, then, was to examine 
absenteeism in three elementary schools and to 
determine its relationship to teacher morale factors 
and demographic variables. 
Research Questions 
For the guiding of this study, the following 
research questions are asked: 
1. Is there a relationship between teacher 
absenteeism and teacher satisfaction 
with teaching? 
2. Is there a relationship between teacher 
absenteeism and teacher perception of 
work load? 
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3. Is there a relationship between teacher 
absenteeism and teacher burnout? 
4. Is there a relationship between teacher 
absenteeism and teacher satisfaction 
with incentives? 
5. Is there a relationship between teacher 
absenteeism and selected biographical 
variables? 
Summary 
Chapter I gives an overview of the study, 
including background data regarding teacher absenteeism 
relative to teacher satisfaction with teaching, 
teaching load, teacher burnout, teacher incentives, 
and selected demographic variables. The purpose 
of the study was to examine absenteeism among 
teachers in three elementary schools and to determine 
its relationship to teacher morale factors and 
demographic variables. It is hoped that this 
study will be significant in its contribution 
to the existing literature and in the insights 
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that it will offer boards of education and 
administrators in reducing teacher absenteeism. 
Research questions serve to guide the study. 
CHAPTER II 
Review of Related Literature 
Introduction 
Absenteeism in school systems constitutes 
a major problem. According to Gendler (1977), 
staff absenteeism causes problems for several 
reasons. First, there is the ever increasing 
cost of getting substitute teachers. There is 
also a problem of discontinuity because of the 
unavailability of substitutes when they are needed 
to fill a gap left by the absenteeism of a regular 
teacher. In addition, there is a lack of high 
performance when persons other than the usual 
teachers have to teach students in an unfamiliar 
setting. 
According to Skidmore (1984), finding substitutes 
for those teachers who are absent is a nuisance. 
There are also side effects of this situation. 
Having substitute teachers puts a great demand 
on the school budget and also diminishes the 
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quality time that students should be having with 
the regular teacher. Moreover, using the substitute 
teacher can have such a negative impact on students 
that they will have an increased need for remediation. 
Again, that situation poses a budgetary problem 
by causing funds which could be used for student 
advancement with new materials to be used for 
remediation. 
Lewis (1982) states that absenteeism is 
a problem that can hurt efforts to manage schools 
effectively as well as render the best possible 
education useless for students. Many wonder 
what can be done about the problem, but this 
author writes: 
Computer-produced employee profiles systemwide 
would help to solve the problem of absenteeism 
in schools. With the profiles, teachers 
could keep records of their own attendance 
and help the principals to find out absentee 
patterns of their staff members in the schools. 
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In addition to the computer, Lewis suggests that 
staff members should be made aware of the exorbitant 
cost of absenteeism. Here again, the real cost 
might actually be higher than records in the 
computer reveal. Not only does absenteeism affect 
the cost through the hiring of substitute teachers, 
but it also affects costs through the teacher's 
salary, the salary of the administrator who contacts, 
instructs and evaluates substitute teachers. 
Moreover, absenteeism affects funds schools pay 
into various benefits for the employees. When 
those costs are placed in relationship with the 
rate of staff absenteeism annually, a large amount 
of the school budget is spent on absenteeism. 
Because of the problem caused by absenteeism 
and the side effects caused by trying to cope 
with it, its importance cannot be overestimated. 
This chapter, then, presents a review of 
literature which is related to the main elements 
of this study. The ensuing review of related 
literature contains studies which address the 
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problem of teacher absenteeism, teacher satisfaction 
with teaching, teacher burnout, and teacher incentives. 
The discourse on these major educational areas 
begins with teacher absenteeism. 
Teacher Absenteeism 
There are several areas that are focused 
upon in the literature. They are the growth 
of teacher absenteeism and school board policies, 
teacher absenteeism and student learning, and 
teacher absenteeism and job satisfaction. 
According to Moline (1988) teacher absenteeism 
in kindergarten and grades 1-12 increased. He 
further states that he made a review of nine 
elementary schools and this review dealt mainly 
with personal, organizational, and time and place 
factors. Whenever workers have benefits such 
as paid personal and family leaves, there is 
a greater amount of absenteeism. These 176 
teachers in nine separate schools and districts 
during the 1985-1986 school year had a total 
absenteeism rate of 4.76%. 
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Implications in Moline's (1988) study concur 
with other research that supervisors should participate 
in reporting absenteeism. In addition, findings 
in this study indicate that greater involvement 
in the reduction of absenteeism and the increase 
in attendance goals should become a part of the 
function of the school principals. The teachers, 
then, would be more cognizant of their professional 
expectations. 
Moline (1988) is in agreement with Gendler 
(1977) that principals should be aware of patterns 
of absenteeism. Moline (1988) stated that in 
his high school system which cut absenteeism 
in half, principals were also asked to be prompt 
in having discussions with those teachers who 
had inconsistent attendance. These perpetrators 
of absenteeism were told by their principals 
that there was a need for them to be regular 
in attendance. While cracking down on irregular 
attendance, principals were requested to be cautious 
in accusations without proof. 
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The National School Board Associations, 
the chief state officers of the 50 states and 
the District of Columbia as well as the state 
board associations were instrumental in making 
their school districts' absenteeism reduction 
policies available to the researcher. Using 
45 school districts, Foster (1987) employed content 
analysis as a means of analyzing teacher attendance 
and absentee policies and regulations. 
Major findings of Foster's (1987) study 
indicated that school board policy statements 
were clear in requiring district personnel to 
set criteria and procedures to monitor teacher 
attendance and absenteeism. School district 
policies regarding attendance and absenteeism 
were a part of the cooperation for the provision 
of student and teacher needs. Almost all of 
the schools presented verification of their ruling 
to have a doctor's statement when three to six 
days of absence occurred. Findings also indicated 
that building principals monitored short-term 
teacher absences. Finally, six reasons were 
accepted as enough proof for short-term leaves 
in the school districts that were used in the 
sample. 
Strut (1988) conducted a study to examine 
teacher absenteeism and work related factors 
that might have some relationship to it. Job 
satisfaction and job characteristics were examined 
in light of teacher absenteeism. Along with 
those three major factors, the writer tested 
growth, need, strength and coupled them with 
three psychological states. The research design 
was ex post facto with the use of a sample survey. 
Although this study did not have testing job 
satisfaction as its aim, the general hypotheses 
were primarily based on that model using the 
Job Diagnostic Survey. Absenteeism surfaced 
as teachers' self-reports displayed sick and 
personal leaves of absence. A test of correlation 
and a T-test were used to list the hypotheses 
at the .05 level of significance. 
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Three hundred eighty-seven teachers out 
of 666 teachers randomly selected returned 
questionnaires that could be used. These teachers 
were representative of the thirteen Erie County, 
Pennsylvania school districts. Results proved 
that none of the nine research hypotheses showed 
any significance. Of the variables used, job 
satisfaction was the only one that had a significant, 
negative relationship to teacher absenteeism. 
Since the relationship was strong, there was 
the probability of other variables working in 
combination with job satisfaction in relation 
to attendance behavior. 
Oxrieder (1987) discussed a wellness program 
in which an attempt was made to cut absenteeism 
as well as save lives. In the Washington Public 
Schools with kindergarten and grades one to twelve 
and an enrollment of 15,400, absenteeism was 
a problem; therefore, something concrete had 
to be done in order to alleviate the problem. 
Interest in a program of health and fitness for 
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workers had its origin as a result of staff members 
who attended a state educators' conference. 
Having received school board consent to try a 
program, Oxrieder became the person to plan and 
supervise the fitness program with specific purposes. 
Purposes of the plan were fourfold. There 
was the plan to save lives of employees by means 
of reducing the risk of heart disease and cancer 
through healthy life-styles. Another purpose 
was to build morale by having the health services 
in the workplace. Still another purpose was 
the improvement of work performance through the 
provision of time for exercising and weight loss 
concentration. Finally, this project had the 
purpose of reducing costs incurred as a result 
of absenteeism. In order to realize those purposes, 
the program had to be broad enough to appeal 
to many workers. To find suitable activities, 
then, for the workers, a needs assessment was 
taken. From the responses both activities courses 
relating to health and those that did not relate 
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to health became a part of the offerings in this 
program. Systemwide activities were initiated 
and support was also given to independent school 
wellness activities. 
Results of this program ended in reduced 
insurance costs to the extent that a plea was 
made to the insurance broker to lower premiums. 
Signs were evident that workers were becoming 
healthier and absenteeism was decreasing. 
Spencer (1988) conducted a study to determine 
what effects teacher absenteeism would have on 
direct costs in the school. The main objective 
was to highlight characteristics that would lead 
to predictions of the time and frequency of staff 
absenteeism. Information was gathered regarding 
teacher absenteeism in connection with size of 
the district, teacher age, gender, socioeconomic 
status, teacher effectiveness and building level. 
Other information that was retrieved related 
to district attendance, perceptions of absenteeism 
by principals, and strategies set by districts 
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to lessen absenteeism. Four hundred thirty-six 
public school districts participated in the sample. 
Questionnaires were given to members of the district 
and other questions were added to the main questionnaire 
for verification of the principals' perception 
of the results of teacher absenteeism in the 
1,368 schools. Findings in this study demonstrated 
an increase in absenteeism. In addition, data 
seemed to reveal that higher absenteeism resulted 
because of large districts, lower student socioeconomic 
status, reduced teacher effectiveness and teacher 
gender. 
Increased teacher absenteeism can possibly 
be attributed to collective bargaining and the 
availability of the type of leave days for teachers. 
Absenteeism, according to Spencer (1988), can 
be decreased with improvement in absentee monitoring. 
Additional measures for reducing absenteeism 
include giving recognition to those teachers 
who are on the job regularly and giving rewards 
also to those whose attendance shows regularity. 
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Blankenship (1985) was interested in finding 
out the impact of a benefit package on teacher 
absenteeism; therefore, she conducted a study 
to see whether or not benefits would deter 
absenteeism. Using a control group and an 
experimental group, Blankenship compared the 
rates of absenteeism with the goal of trying 
to ascertain the importance placed on benefits. 
Instruments used for this experiment included 
the Binomial Probability Distribution which compared 
the experimental group with the control group. 
A second analysis of absenteeism was used to 
rank the experimental district with twelve other 
districts in a northern section of Kansas. Those 
districts compared equally in all respects with 
the experimental group in question and the Statistics 
Experiment 2 was used for that comparison of 
districts. Using analysis of variance, the 
researcher checked both individual employee benefits 
to obtain the values employees placed on benefits. 
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Results in Blankenship's (1985) experiment 
pointed out that teachers having regular benefits 
were absent fewer times than those who did not 
have regular benefits. Gender, age, and employment 
district did not show significant differences 
in the value teachers placed on benefits that 
were listed as security, fringe, and professional. 
On the other hand, a significant difference was 
revealed in value placed on benefits listed as 
working conditions. Females in the control group 
working in the district caused this result. 
Teachers mentioned that excellent benefits caused 
them to accept employment and to continue working. 
Blankenship (1985) recommended that employee 
benefits are worthwhile considering when trying 
to combat absenteeism. Further, Moon's (1972) 
Employee Benefits Questionnaire is an excellent 
instrument to use when beginning to research 
absenteeism with regard to several other factors 
including incentives, benefits and bonuses in 
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connection with salary, hiring substitutes and 
student achievement. 
Absenteeism does pose a problem which 
administrators could well eliminate but it was 
not the only problem that administrators faced 
in the 80s and still face in the 90s. Lowered 
teacher satisfaction with teaching also takes 
its toll on administrators' and teachers' attendance. 
Teacher Satisfaction with Teaching 
In a discourse on declining teacher satisfaction 
with teaching, Hintz (1987) states that she does 
not like teachers' having to be tested for certification. 
Screening teachers before entering the teacher 
training programs would be better. In addition, 
the teaching profession should study the tenure 
laws and teachers should be retained on the basis 
of competence and not tenure. As far as fears 
of courts are concerned, teachers probably need 
to insure themselves with liability insurance, 
as citizens, teachers should have the right to 
seek redress in court. Finally, teachers' unions 
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should place their emphasis on more professional 
matters and should use extreme cases only to 
strike. More legislation is probably needed 
for teacher protection and in that way teachers 
could sign contracts before the fall of the year. 
Teachers themselves can do a great deal to improve 
teacher satisfaction with teaching by becoming 
informed on issues. 
According to House (1988) in a study of 
teacher relations and job satisfaction, there 
was a population of 347,255 teachers of the year 
that participated. A questionnaire which contained 
material from national studies was developed 
especially for this group. Data collected were 
analyzed by means of frequent responses, percentages 
and means. Chi-square, the T-test, and analysis 
of variance were used for comparisons. Findings 
indicated that there was a high rate of retention 
in this group as compared with other high quality 
teachers. Further, teachers of the year were 
highly satisfied with their jobs, and the intrinsic 
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values derived from working with students were 
responsible for satisfaction. There was some 
dissatisfaction, however, and this resulted from 
extrinsic rewards such as salary, a lack of career 
mobility, and deplorable working conditions as 
well as not being able to be a part of the decision 
making process that affects them. Based on the 
findings and conclusions of the study, recommendations 
were given for increasing professionalism in 
teaching so that high quality teachers could 
be attracted to the profession and remain in 
it. 
In a study conducted by Kreps (1986) there 
was a dual purpose. First, there was the desire 
to design a morale measuring instrument to be 
used by individual schools. Second, this instrument 
was to be evaluated regarding its validity, 
reliability, and usefulness in a school improvement 
program in an urban school district. The Purdue 
Teacher Opinionaire (PTO) and other items taken 
from morale literature were used to form the 
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instrument used in this study. The instrument 
that resulted was called the Teacher Opinionaire 
(TO) and it measured "principal-teacher rapport, 
teacher-teacher rapport, student-teacher rapport, 
teaching as a profession, facilities, discipline 
policy, parent-teacher rapport and distinct teacher 
rapport." Results showed that burnout and morale 
are significantly related and evaluation of the 
instrument gave evidence of its reliability, 
validity and utility. 
Oreg (1980), in a teacher motivation brief, 
cited that intrinsic rewards to teachers should 
be enhanced in order to increase teacher motivation. 
When there is interaction in the classrooms, 
teachers are motivated. This could reduce absenteeism 
as well as curb low teacher satisfaction with 
teaching. When there is a policy of even distribution 
of rewards and privileges, satisfaction is high 
among teachers. School boards can assist with 
teacher satisfaction with teaching by making 
the school environment one which enhances teacher 
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self-esteem. Teachers need to be able to trust 
the administration in problem solving and in 
acknowledging teacher accomplishments. Teacher 
motivation is one means of increasing teacher 
satisfaction with teaching that boards should 
be aware of and should practice. 
In a study conducted by Barker (1986), there 
was an interest in career satisfaction of science 
and mathematics teachers. Teacher shortages 
were predicted in every area of public education 
and this study had as its purpose the identification 
of major work variables that affect job satisfaction 
within educational organizations. The sample 
included 479 secondary classroom teachers from 
different school districts in four states. All 
major variables such as work load, recognition, 
inclusion and working conditions were perceived 
at relatively high levels of importance by the 
participants in the study. The variables perceived 
to be the highest were resources, support systems 
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and work load. Those factors perceived as least 
important were recognition, inclusion and growth. 
While increases in salary for teachers are 
necessary and help to promote teacher satisfaction, 
many teachers cite other reasons that take precedence 
over monetary rewards. According to the National 
Association of Secondary School Principals (NASSP), 
the National Association of Elementary School 
Principals (NAESP), and the American Association 
of School Administrators (AASA), (1980) teachers 
list a willingness to serve and work with other 
people as main reasons for entering the teaching 
profession. Since many teachers enter the teaching 
profession expecting moderate salaries, they 
count heavily on working conditions to satisfy 
them and make their choice of profession worthwhile. 
Too often working conditions, especially teacher 
work loads, present problems for teachers. Teaching 
loads and class sizes are often imbalanced across 
schools, grade levels, and classrooms. 
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Teacher Perception of Work Load 
Teacher work load is one of the most serious 
problems facing the teaching profession and it 
is the single issue mentioned most by English 
teachers. The National Council of Teachers of 
English (1988) has repeatedly published guidelines 
which cite demands for no more than four classes 
of twenty-five students for secondary teachers. 
Administrators and teachers know what measures 
to take to solve the work load problem. On the 
other hand, getting district administrators and 
school boards to become committed to solving 
teacher work load is an additional problem. 
A report from the United States Department 
of Education stated that the reduction of class 
sizes in American public schools would probably 
be a waste of finance and expended effort. Ideas 
surfaced regarding the fact that the average 
primary class has twenty-four pupils, thirty 
less than in 1961; however, the National Education 
Association cited that thousands of classes have 
thirty-five to forty pupils. The union has had 
the reduction of classes to fifteen as one of 
its goals. This report further stated that while 
teachers think that their work load is too heavy 
and their classes are too large, it is also true 
that the number of students teachers teach has 
never been smaller and this work load is lighter 
now than at any time. Moreover, the report stated 
that teachers have spoken about smaller classes 
for many years and as soon as the classes are 
smaller, they begin to ask for even smaller classes. 
Teachers never seem to be satisfied. Officials, 
on the other hand, think in terms of the costs 
incurred when reducing class size. The National 
Education Association resents the fact that their 
plea for smaller classes is taken lightly. 
Education officials were not impressed with 
the report from the U. S. Department of Education. 
The Vice-President of the National Education 
Association, Mr. Keith Geiger, called the report 
a "disservice to educators and the public." 
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Ms. Mary Hatwood Futrell, NEA President, blamed 
the Reagan Administration for the fact that the 
reduction in class size recommended by ten states 
five years ago has not taken place because of 
a lack of funding. 
Brown (1989) conducted a study in which 
he examined activities utilized in Pennsylvania 
school districts between 1982-1987 to erase the 
hard feelings caused by teacher strikes. A 
questionnaire was sent to 276 administrators 
and responses listed as major cause of teacher 
strikes was the lack of meeting the demands for 
salary increases. Other causes were a lack of 
communications and mistrust. However, a third 
highly significant issue was teacher work schedules 
or preparation time including grading papers 
which was a part of teaching loads. 
Many teachers feel overwhelmed because of 
the number of papers they have to grade and the 
number of reports they are required to make. 
An example of that can be seen in an article 
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by Margie Krest (1987) as she examines the feeling 
teachers experience as they spend a great deal 
of time grading papers, making lesson plans, 
writing exercises, and reading materials to be 
used in class. Although other teachers spend 
equal time preparing their work for classes, 
English teachers seem to have extraordinarily 
heavy paper loads. With budget cuts, as drawbacks, 
the demand and drain on teachers' time seem to 
get worse. 
Harrison (1985) did an analysis of the formulas 
or policies used by each senior college of the 
University of Georgia to determine a faculty 
work load for the health and physical education 
faculty who might also have assigned coaching 
duties. The inequities in the funding formulas 
used for funding the public institutions of higher 
learning in the state of Georgia were discussed 
with consideration being given to several items. 
Among the items that were selected in the analysis 
of funding formulas are equivalent full time 
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teaching (E.F.T.) credit hours for a faculty 
member, costs, collective bargaining, weighted 
teaching units and community services. Questionnaires 
were sent to each department chairperson and 
faculty members to find out what each faculty 
member perceived as a work load and to determine 
the perceived load credit and assigned or unassigned 
duties such as coaching, administrative duties, 
professional growth, service to the community, 
and other areas identified by the respondents. 
Conclusions drawn from findings demonstrated 
that the formula used for funding purposes does 
not reflect enough of the necessary activities 
that are assigned duties to faculty members. 
Moreover, the funding formulas used for determining 
a full work load as determined by a specified 
amount of equivalent full time teaching credit 
hours is unrealistic for departments such as 
health and physical education, art, music and 
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other departments that normally teach subjects 
that are less than the traditional five credit 
hours each quarter. 
Mueller, Chase, and Waldin (1988) agree 
that there should be reductions in teaching loads 
in order to have less hectic atmosphere, better 
teacher satisfaction, more individualized instruction 
and increased student achievement. In this study, 
there were 29 school districts surveyed and findings 
indicated that where there were smaller classes. 
Because of the use of aides which allowed teachers 
to have smaller groups also, students were learning 
more in these smaller classes or groups. Not 
only is teacher load given priority by teachers 
in the United States, but it is also uppermost 
in British teachers' and unions' minds. 
A nationwide salary protest by British university 
professors was in the second month of progress 
when unions representing faculty members decided 
to hold a strike vote at any institution that 
sought to carry out a proposed increase in faculty 
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work loads. The proposal was issued by the 
Polytechnics and College Employers' Forum and 
had the idea of extending work load to 37 hours 
of teaching for 45 weeks of the year. On the 
other hand, union contracts already in existence 
had strict stipulations of a maximum of 22 hours 
of teaching a week over a maximum of 38 weeks 
a year. The National Association of Teachers 
in Further and Higher Education, the name of 
the union, represents almost all of the 22,000 
faculty members at the Polytechnics and Colleges. 
This union, speaking for its members, stated 
that the increased work load amounted to a declaration 
of war. Strike votes had already been secured 
by the union in another school area, Birmingham 
and Leeds, because school authorities had advertised 
jobs with new provisions for additional work 
loads. The Employees' Forum announced that it 
needed to discuss the new contract with the National 
Association of Teachers and the Association of 
Polytechnic Teachers. The institutions, however, 
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wanted to proceed with the new terms regardless 
of the feeling of the teachers. Some persons 
feared that the government planned to destroy 
public service unions by making the declaration. 
At the same time, leaders of the 30,000 member 
Association of University Teachers agreed to 
continue a boycott of examinations and the grading 
of papers as a result of the salary dispute with 
their institutions. The Association's unprecedented 
action forced the universities to increase faculty 
pay retroactive to January 1, 1989, yet university 
officials still maintained that increased salaries 
could be operative without government funds. 
Teachers would not accept increased work loads 
without striking. Teachers were having the 
Association to boycott because of low salaries 
and the more militant union would not tolerate 
additional work loads. 
Teachers held a strong belief regarding 
smaller class sizes and this was expressed in 
Lord Elton's report on school discipline. A 
43 
request was made for the Education Secretary, 
Mr. Kenneth Baker to commission research regarding 
class size and pupil behavior. Teachers believe 
that teaching smaller groups of students would 
enable them to have better control over students 
and enable them to have students achieve more. 
In the meantime, this would lessen teacher work 
load and stress. The answer to the request, 
the Education Secretary announced that the management 
of pupil behavior would be given national priority 
for training grant funding in the 1990s. Government 
support grant funds would be needed in order 
to plan the best strategies for handling difficult 
pupils. Difficult pupils add to the work load 
of teachers and burden pupil achievement. 
Teacher Burnout 
Teacher burnout is a major hazard in education 
as well as to the individual teacher. Dawson 
(1979) discussed staff burnout in wilderness 
education programs. Those teachers that are 
most likely to experience burnout are young, 
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first time, and highly educated and committed 
persons who have problems in making the distinction 
between their work and private lives. Signs 
of burnout that are evident include decreases 
in concern, commitment and enthusiasm. Other 
symptoms of burnout can be seen in moderate 
involvement physically with children by being 
absent frequently, a lack of socializing with 
other staff, seeking managerial positions, depressed 
behavior and developing personal problems at 
home. Adventure education with its demanding 
scheduling, limited mobility, low wages, and 
confrontation between staff members and supervisors 
are a few causes of burnout. According to Dawson 
(1979) there are preventive measures that can 
be used to curb burnout. Among those measures 
are reducing work days, rotating jobs, having 
weekly meetings, regular physical exercise and 
seminars on burnout. Further, praise and recognition 
for outstanding work, the formulation of mutual 
peer and support systems and involvement in goal 
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setting and decision making are also excellent 
approaches for the prevention of burnout. Persons 
should also be knowledgeable of their own personal 
motivation, be able to communicate and as well 
as been open to communication, recognize the 
span of their front-line involvement, and regard 
their front-line position as developmental. 
In another study by Hudson and Meagher (1983), 
the extent of stress and burnout was investigated 
with responses from 200 certified teachers from 
four Midwestern states. Factors relating to 
differences in perceived stress of regular and 
special educators were analyzed. Interview responses 
were analyzed according to demographic data. 
For this analysis, eight scales were developed. 
Results came from responses to eighteen research 
questions. Findings in this study did not show 
a major difference between regular and special 
education teachers as far as teacher stress was 
concerned. Moreover, both groups stated that 
they were affected by the same stressors and 
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experienced nearly the same level of stress from 
the stressors. A lack of administrative support, 
discipline and behavior problems, and interacting 
with other teachers were the most frequently 
listed stressors by both groups. Those persons 
at the burnout stage or approaching it were more 
likely to be affected by stress related problems, 
less likely to use support groups and were plagued 
with both physiological and psychological stress 
symptoms. 
Whenever there are signs such as aloofness 
as far as students are concerned, physical reactions, 
loss of coping skills, and problems related to 
the job, stress is occurring. According to Holland 
(1982), there are degrees of stress and stress 
leads to burnout. The first degree of burnout 
is mild while the second degree is moderate; 
however, the third degree of burnout presents 
physical problems such as allergies, insomnia 
or high blood pressure. The writer further stated 
that stress and burnout cause qualified teachers 
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to learn the educational area only to be replaced 
by less qualified teachers. While there are 
many causes of stress and burnout, special educators 
also have stress and burnout caused by such factors 
as budgets, lack of adequate pay, mobility, rewards, 
administrative support, student loads and violence. 
All is not lost, however, for there are preventive 
methods for burnout. 
A few of the methods that could be used 
to prevent burnout include job transfers, teacher 
orientation, and support staff. Other personal 
strategies involve planning, prior knowledge 
of the job, team teaching, exercise, hobbies 
and stress counseling. Since special education 
teachers deal with a different type student, 
they need to curb their burnout more than other 
teachers. 
In a study conducted by Sparks and Hammond 
(1981), administrative leadership was cited as 
the cause for teacher burnout. Specifically 
was principal incompetence listed as the cause 
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of stress and this causes workers to be ineffective. 
Spicuzza and Devoe (1982) agree, for they also 
cite workers as becoming ineffective because 
of physical and emotional exhaustion. Administrative 
pressures placed on teachers to meet numerous 
demands account for teacher burnout and help 
is needed for teacher restoration. Mutual aid 
groups are highly effective in helping to restore 
teachers to their usual efficiencies. The mutual 
aid groups help teachers to realize their limitations, 
make their expectations reasonable so that they 
can be realized, and take time for self-rejuvenation. 
Many teachers try to avoid burnout and according 
to Paulus (1980), there are several things that 
can be done. In explaining what she does, this 
writer formulated the following ten commandments: 
1. Keep alert to changing methods and philosophies. 
2. Attend conferences, workshops, and in- 
service programs with an open mind. 
3. Listen to other teachers in your school. 
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4. Avoid like the plague the stereotype 
of talking only about school after hours. 
5. Keep alert physically and mentally. 
6. Keep in step with students and find 
out about their hobbies, movies and 
music. 
7. Discard...discard...discard old ideas, 
old prejudices, old materials. 
8. Read more than "Dick and Jane" books 
and subscribe to professional magazines. 
9. Be flexible and avoid doing something 
just because it has always been done 
that way. 
10. Keep your senses sharpened, your mind 
keen, and your heart open to remain 
an enthusiastic teacher! 
Knowles conducted a study to ascertain whether 
or not there was a relationship among several 
burnout variables. Those burnout variables were 
job satisfaction, job stress, locus of control, 
and absenteeism of special education teachers. 
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The population in this study was 322 public school 
teachers. One-half of these teachers were regular 
classroom teachers and the other half were special 
education teachers. Four instruments, the Job 
Description Index, the Job Stress Index, a personal 
data sheet, and the I-E Locus of Control Scale, 
were used to collect data. Findings in this 
study pointed out the special education teachers 
were absent more than regular teachers. In addition, 
they were not as satisfied with their jobs as 
were the regular teachers. Moreover, special 
education teachers were more stressful and were 
more externally oriented than regular education 
teachers. 
In a study of teacher burnout, Martin (1988) 
attempted to seek information regarding burnout 
relating to urban teachers. To realize the purpose, 
relationships between several factors along with 
demographic factors were used. Because teachers 
were moving from teaching to employment other 
than teaching, there was the need to inquire 
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into the reasons. The population in this research 
consisted of 157 teachers employed at the time 
of the study and 97 who had tendered their 
resignations. Both the Maslach Burnout Inventory 
and a Background Data form were the instruments 
used for data gathering. In this study, findings 
demonstrated that teacher burnout had tremendous 
effects on teacher satisfaction with teaching. 
As a whole, teachers who were employed during 
the study exhibited slight burnout while those 
who left the profession displayed greater burnout. 
Those teachers who seemed to experience slight 
burnout stated that they would not choose the 
teaching profession if they chose professions 
again. Because of economic situations, these 
teachers felt the need of remaining in their 
positions although they were not fairly compensated 
for their work. 
According to Raquepaw and Hass (1984), teaching 
is a profession in which its members are highly 
vulnerable as far as burnout is concerned. Using 
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the Maslach Burnout Inventory (MBI) with its 
three main components of depersonalization, emotional 
exhaustion and individual accomplishment, these 
writers tested 101 teachers in this study to 
find causes of burnout so that methods for improvement 
could be made. Findings demonstrated that there 
was a significant relationship regarding attitudes 
toward leaving the profession and the components 
of the MBI. Among the many causes found as a 
result of the study were those which related 
to problematic student behavior, absence of support 
from the administrator, absence of support from 
the community and parents, low student motivation, 
and teacher work load. Since the five previously 
listed causes of burnout appeared repeatedly 
on the list reported by subjects, recommendations 
from the gradual diminishing of teacher burnout 
were centered around positive changes in those 
five areas. 
In order to investigate whether there were 
similarities in perceptions regarding teacher 
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stress and burnout, Chance (1985) used a population 
of 143 teachers in an inner city high school 
district and 83 teachers in a suburban school 
district. Teachers in these districts had been 
employed for a number of years. Using percentages 
and Chi square, the researcher analyzed the data 
regarding the differences in the perceptions. 
Findings in this study showed that there were 
three major causes of stress among the inner 
city and suburban teachers. Teacher stress in 
those districts resulted from parent and student 
related activities or lack of them. Students 
were frequently absent and both students and 
parents did not show interest. As a whole, however, 
very little agreement existed between the two 
groups as far as perceived stressors were concerned. 
Inner city teachers, in fact, listed considerably 
more stressful factors than did the suburban 
teachers. Some of those stressors included verbal 
abuse, drug problems, insufficient teaching materials, 
lack of positive responses from students as well 
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as a lack of administrative support. Moreover, 
female teachers listed more stressors than did 
the male teachers. Significant among the female 
stressors were clerical work, too much paper 
work, inadequate student progress and lack of 
administrative interest and inspiration. 
Colasurdo (1981) conducted a descriptive 
survey to determine the extent of teacher burnout 
of teachers in San Diego, California. A total 
of 750 elementary and secondary school teachers 
received questionnaires; however only 215 responded. 
Using the Statistical Package for the Social 
Sciences (SPSS), the data were then analyzed. 
Findings showed that sixteen percent of the subjects 
were experiencing burnout while 52 percent had 
already experienced such feelings. Regardless 
of the teachers' ages, they still had regular 
feelings of burnout. All participants in the 
study agreed that the problem of burnout faced 
by teachers is a real problem. Results also 
seemed to concur with the researcher's belief 
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that the organization was not the prime source 
of burnout but that the teachers' expectations 
of themselves formed the major cause of burnout. 
Conclusions led to the idea that burnout is a 
teacher satisfaction with teaching problem with 
causes which have a direct impact on teachers. 
Along with teacher satisfaction and burnout are 
incentives that could also be important to teacher 
satisfaction. 
Teacher Satisfaction With Incentives 
Many outstanding teachers leave the teaching 
profession annually and something needs to be 
done about this problem. Incentives could, however, 
be a deterrent to this situation. In light of 
that fact, Griffith (1988) wanted to determine 
the extent of the effectiveness of certain incentives 
in helping teachers to remain in the profession. 
In order to realize his purpose, this researcher 
needed perceptions from teachers, central office 
personnel, and school board members in the public 
school districts of Colorado. These school officials 
gave their perceptions regarding the value of 
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a special group of incentives that would enable 
them to keep teachers on their jobs. They also 
cited the special group incentives that were ' 
existing in Colorado and placed importance on 
those incentives. The population used for this 
study consisted of the three groups previously 
cited with the 508 teachers as the largest group. 
From the findings, there were several conclusions 
drawn. Teachers placed high values on several 
concepts. Among those items were the support 
and type of performance of the administrator, 
salaries that matched those in other professions, 
and increased levels of student achievement as 
well as good behavior. Other valuable assets 
to teacher retention included good communication 
relations with other teachers, administrators, 
and the school board. 
According to the NASSP, the NAESP, and the 
AASA (1984), there are several kinds of incentives 
that can be used for keeping teachers on the 
job. One of these incentives is money. At one 
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time, employees did not place importance on money 
as an incentive; however, in recent years, the 
monetary incentive has increased in popularity. 
The base pay also is important, for if it is 
too low, job performance will lag. Base pay 
for teachers, however, is too low and has not 
kept up with other professors although there 
have been a few pay raises. When base pay is 
increased, there is motivation for increased 
individual performance. Performance-based pay, 
however, is not without problems. There are 
problems of teacher satisfaction with teaching, 
mistrust, restrictions on monetary rewards, a 
lack of proper performance evaluation, and a 
lack of performance matching employee expectations. 
Pay, however, is just one kind of incentive for 
employees, for there are others. 
Other available incentives include upward 
mobility by means of promotion, advancement in 
careers, personal feedback, and personal honors. 
The teaching profession does not use promotions 
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as often as other professions. There is almost 
no opportunity for advancement for teachers who 
want to remain in the classroom. When promotions 
or advancements are given, teachers have to leave 
the classroom. Administrative moves are given 
to the teachers, but loss of students curtails 
upward mobility whenever there is an increase 
in administrative offerings. Differentiated 
staffing and feedback from classroom evaluations 
are other incentives for teacher recognition. 
Other ways of teacher recognition include improving 
the workplace by eliminating those things that 
impede effective teaching, providing opportunities 
for professional advancement, and making possible 
contacts with other teachers in the school. 
These are some of the conditions that help to 
motivate teachers and serve as incentives for 
them to remain on the job and have regularity 
of attendance. 
Reese (1988) conducted a study to determine 
attitudes held by the public in Alabama, with 
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regard to teachers' merit pay and the plan for 
career advancement set by the state of Alabama. 
Contacting 422 Alabama residents, beginning with 
age 18 upward, the researcher was able to get 
the desired responses in this telephone survey 
by using random dealing. Fourteen callers were 
trained to interview these persons by using a 
seven page questionnaire. Ninety-one percent 
of the interviewers stated that a teacher's 
performance should be evaluated. Of that group 
of interviewees, 62.8 percent felt that the state 
should provide a statewide system of teacher 
evaluation. Forty-five percent of the interviewees 
had some familiarity with merit pay for teachers 
while 64% liked the career ladder plan. Seventy- 
two percent of those persons that favored the 
career ladder plan stated that they would support 
this plan by paying additional taxes. On the 
other hand, 86 percent felt that the statewide 
« 
60 
evaluation system should be retained in spite 
of the fact that money for salary increases in 
the plan was not available. 
Several recommendations were made as a result 
of the findings. One recommendation was that 
there should be another survey to ascertain public 
opinion. In addition, strategies should be devised 
to inform the public about school issues such 
as the career ladder plan. Moreover, a comparison 
of this study with other studies regarding merit 
pay and career ladder plans for teachers should 
be executed. Such a study would be conducted 
to ascertain whether there are also regional 
and national trends with respect to merit pay 
and the career ladder plan. 
In Oregon, there was interest also in finding 
out what could be offered as an incentive for 
existing teaching conditions. Reinke (1987) 
found that a measure, the four-day work week, 
had been put into operation and wanted to examine 
it. Small rural schools have problems of finance 
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and instruction. To offset some of those problems, 
two schools instituted the four-day work week. 
Reinke (1987), then, gathered responses from 
parents, teachers, and students regarding the 
effectiveness of the four-day work week since 
its purpose was designed to reduce costs. 
Responses from the respondents pointed out 
that there was a reduction in transportation 
costs by 15 to 23 percent. In addition, there 
were reductions in energy costs and non-teacher 
salaries. More time for learning resulted because 
of minimal interruptions. Moreover, staff had 
more time for improvement, extra class participation, 
and family activities. Further, both teachers 
and students reported to school more than usual, 
teacher and student satisfaction increased, and 
student achievement rose as well. 
Although positive results could be seen, 
there were some negative effects. A few of them 
included increased costs for some parents and 
increased teacher stress. Also, students, especially 
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young students, were tired. There were concerns 
of hardship if there is a desire to return to 
the five-day work week and finally, the national 
movement which seeks a longer school year began 
to raise fears for many. 
Summary 
Teacher absenteeism today in schools is 
a problem that causes principals concern, for 
principals have to fill teacher vacancies. Results 
of teacher absences demonstrate a lack of classroom 
work continuity when substitutes have to be hired. 
In addition, high teaching performance is lacking. 
Moline (1988) states that effective school management 
is impaired. All is not lost, however, for principals 
can be involved in the alleviation of teacher 
absenteeism. Further, principals could study 
factors that possibly account for absenteeism 
and devise techniques for its elimination. Some 
of those factors are teacher satisfaction with 
teaching, teacher burnout, and teacher incentives. 
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Teacher satisfaction with teaching, according 
to Hintz (1987), is an issue of great magnitude 
and should be considered in the workplace. Low 
teaching satisfaction with teaching can be attributed 
to several causes. A few of them are the ideas 
expressed in the report from the National Commission 
on Excellence in Education (1983) and improvement 
requests and measures instituted by many states. 
States instituted teacher certification tests 
and issued demands for increased production. 
Those and other measures caused teacher satisfaction 
with teaching to decline. Being under conditions 
that cause teaching satisfaction with teaching 
to decline and being in a service-oriented profession 
which is accompanied by stress, teachers could 
easily have signs of burnout. 
Teacher burnout, then, has become a reality 
on the job. Teachers, according to Bloch (1980), 
are faced with many pressures that cause them 
to have emotional exhaustion and frustrations 
that jeopardize their performance. Teachers 
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have a responsibility, therefore, to do something 
about burnout. Paulus (1980) says that there 
are measures that could be taken and she recommends 
a list of things to do and things to avoid. 
On the other hand, effective administrators who 
are constantly looking for ways to improve their 
school environment can lessen burnout by starting 
a program of incentives. 
Teacher incentives are important because 
they are designed to keep teachers happy. To 
that end, there are many kinds of incentives 
that can be used with teachers. Too often, though, 
administrators are derelict in their obligations 
to provide incentives to enhance teacher performance 
and self-concept, two attributes which tend to 
enhance their desire to remain in teaching as 
well as improve their attendance. Chapter III 




This study was executed to examine 
absenteeism among teachers in three elementary 
schools and to determine its relationship to 
teacher morale factors and demographic variables. 
These variables are shown in the model on 
the succeeding page to give a picture of their 
use in this study. 
Definition of Variables 
Definitions of variables were presented 
to show the elements that are especially important 
to this particular study. Moreover, these terms 
clarify the major issues under discussion. In 
light of this, then, the independent variables 





Independent Variables Dependent Variable 
(Morale Factors) 
Relationship Among the Variables 
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Independent Variables (Morale Factors) 
Teacher Satisfaction with Teaching 
(operationalized with the Maslach Burnout 
Inventory [MBI]) - pertains to teacher 
relationships with students and feelings 
of satisfaction with teaching. The satisfied 
teacher loves to teach, feels competent 
in his or her job, enjoys his or her students, 
and believes in the future of teaching as 
an occupation. 
Teacher Perception of Work Load (operationalized 
with the Maslach Burnout Inventory [MBI]) 
- record-keeping, clerical work, "red tape," 
community demands on teacher time, extra¬ 
curricular load, and keeping up to date 
professionally. 
Teacher Burnout - a condition of physical 
and emotional exhaustion that teachers realize 
as a result of events or occurrences in 
the school environment. 
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Teacher Satisfaction with Incentives - satisfaction 
with rewards for performance provided by 
the principal or school district. 
Teacher Age - chronological age of teachers 
with ranges below 25; 26-30; 31-35; 36-40; 
41-45; 51 and over. 
Teacher Sex - gender of the teacher; male 
or female. 
Teacher Years of Experience - the number 
of years teaching in the classroom with 
ranges from 1-5; 6-10; 11-15; 16-20; 21- 
25; 26-30; and 31 or more years. 
Teacher Marital Status - condition of either 
being single, married, widowed, divorced 
or separated. 
Teacher Dependents - the number of persons 
who are supported by the teacher. 
Dependent Variable 
Teacher Absenteeism - paid or unpaid leaves 
of absence, pertaining to sick leave, personal 
and paid duty leave as set by the employees' 
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procedures and policies in the handbook 
for the metropolitan school system used 
in this study (1988-89). 
Relationships Among the Variables 
Teacher absenteeism can be impacted by teacher 
satisfaction with teaching and incentives. Mills 
(1987) stated that the theory of motivation that 
equalizes motivation with various incentives 
lacks recognition that must be given to persons 
and situations in which these persons are involved. 
Needs of individuals must be considered and motivational 
levels of each teacher should be assessed in 
order to get the right tool for motivation. 
In addition, motivational techniques that are 
available to principals should be assessed so 
that the principals could make a list of motivators. 
The dissatisfaction factor where needs are not 
met is a very important consideration; therefore, 
principals must have credibility in the perception 
of the teachers in order to avoid dissatisfaction. 
When teachers perceive the principal as having 
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motivator credibility, they are more easily satisfied, 
have increased satisfaction, and see satisfaction 
measures as incentives that could give them the 
desire to be present in the classroom every day. 
Lapido (1984) agreed with Mills (1987) regarding 
the importance of satisfaction factors, satisfaction, 
and teacher's presence in the classroom. Lapido 
hypothesized that attitudes held by teachers, 
incentives, and satisfaction factors have a tendency 
to change as the length of teaching experience 
increases. Using a period of eight years of 
teaching experience as a minimum of years when 
burnout sets in, the researcher distributed 200 
questionnaires to fourteen randomly selected 
public elementary schools in Chicago, Illinois. 
Findings demonstrated that there were significant 
attitudinal changes in several areas of the teaching 
profession. Those areas were job satisfaction, 
self-satisfaction, enthusiasm, self-esteem, job 
stress, and scheduling. This research showed 
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that as changes are made in incentives and satisfaction 
factors, self-satisfaction and job performance 
would also change. All of this would enhance 
the teaching/learning process. 
Martin (1988) also found that teacher absenteeism 
can be measured by teacher satisfaction. When 
teachers are inadequately paid, their satisfaction 
is low. This unfavorable condition causes teachers 
either to leave the profession or have frequent 
absences. 
Teacher absenteeism, moreover, can be explained 
by burnout. Bailey and Walker (1982) found that 
relationship to exist along with low satisfaction, 
low work performance and turnover. These researchers 
expressed the idea that a number of organizations 
found that burnout was detrimental to employees 
as they tried to reach organizational goals. 
Nurses at Stanford University Hospital subjected 
themselves to a questionnaire from the researchers 
to ascertain the nature of their burnout. Results 
warranted training modules and workshops to combat 
burnout. 
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Martin (1988) concurred with Bailey and 
Walker (1982) that absenteeism can be explained 
by burnout as he stated that good school systems 
cannot be built or remain effective when burnout 
sets in. Teachers tend not to perform at their 
usual levels of competencies and are often absent 
from the classroom. 
Boyd (1981) conducted a study to compare 
Holland's theory of Personality Environment 
Congruence and staff burnout syndrome in light 
of their prediction of job satisfaction and tenure 
of rural community health workers. Results of 
the study displayed burnout as an independent 
factor that should be distinguished from Personality 
Environment Congruence. Burnout was also a statistical 
predictor of job satisfaction and tenure. Moreover, 
satisfaction with pay moderated burnout while 
promotions moderated satisfaction. Extrinsic 
incentives and promotions were found to be excellent 
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to use in cases of anticipated turnovers or to 
alleviate burnout. 
Incentives are important to teachers. Seepersad 
(1983) conducted a study to identify, analyze, 
and implicate factors related to job satisfaction 
and background variables of extension staff workers. 
One hundred forty-one respondents participated 
in the study. Findings indicated that there 
was dissatisfaction with the job as far as 
promotion, salary, and fringe benefits were concerned 
Dissatisfaction related to the factors which 
impeded staff in their efforts to raise the standard 
of living; however, satisfaction was expressed 
with accomplishments. 
Findings suggested that such incentives 
as rewards and promotional opportunities need 
to be examined thoroughly so that reasonable 
recommendations that would satisfy both management 
and staff could be designed. Better work programming 
increased support, and training would help to 
enhance the satisfaction and motivation of the 
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staff. Teachers have been subjected to school 
reform and burnout issues. Reform measures in 
numerous states included techniques for assessing 
teacher competencies. Provisions have also been 
made for rewarding those teachers whose competencies 
warrant honors. 
Hittie (1989) examined the relationship 
between the willingness of teachers to participate 
in a teacher incentive pay program and burnout 
in a school district in South Carolina. Additional 
factors that teachers recognized as contributors 
to burnout were also explored. Findings showed 
that there were no significant differences in 
the burnout lëvels of those persons participating 
in the teacher incentive program and those teachers 
who, though eligible to participate, did not 
participate. On the other hand, the incentive 
participants scored higher in enthusiasm than 
did the non-participants. 
Teacher absenteeism can also be measured 
by age, teaching experience, and other demographic 
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variables. Kosa (1989) conducted a study to 
determine relationships between burnout, 
demographic variables, and a few job related 
variables. These instruments, the Maslach Burnout 
Inventory, the Jaloweic Coping Strategies Inventory, 
and a demographic sheet were used to collect 
data. In this study, findings indicated a moderate 
level of burnout between the groups in all of 
the burnout categories. Teaching experience, 
age, and salary showed frequent relationship 
to burnout, frequency of depersonalization 
showed relationship to the subject matter, the 
sport, and gender of persons coached while frequency 
of personal accomplishment were related to teaching 
experience, subject matter, and salary. 
Null Hypotheses 
The following null hypotheses were explored 
in this study: 
H01: There is no significant relationship 
between Teacher Absenteeism 
(TEAB) and Teacher Satisfaction 
with Teaching (TEST). 
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HC>2 : There is no significant relationship 
between Teacher Absenteeism 
(TEAB) and Teacher Perception 
of Work Load (TEWL). 
HO3: There is no significant relationship 
between Teacher Absenteeism 
(TEAB) and Teacher Burnout (TEBU). 
HO4: There is no significant relationship 
between Teacher Absenteeism 
(TEAB) and Teacher Satisfaction 
with Incentives (TESI). 
HO5: There is no significant relationship 
between Teacher Absenteeism 
(TEAB) and Teacher Age (TEAG). 
HOg : There is no significant relationship 
between Teacher Absenteeism 
(TEAB) and Teacher Sex (TESX). 
HO7: There is no significant relationship 
between Teacher Absenteeism 
(TEAB) and Teacher Years of 
Experience (TEXP). 
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HOg: There is no significant relationship 
between Teacher Absenteeism 
(TEAB) and Teacher Marital Status 
(TEMS). 
HOg: There is no relationship between 
Teacher Absenteeism (TEAB) and 
Teacher Dependents (TEDP). 
Summary 
This chapter supplied the theoretical framework 
which is the basis upon which this research was 
executed. In addition, all variables—independent, 
dependent, and demographical—were defined for 
clarity in this study. The model depicted the 
relationships among the variables. The nine 
tested hypotheses showed the scope of the analysis. 
The next chapter gives the methodology and research 




This study was conducted to examine teacher 
absenteeism in three elementary schools and to 
determine its relationship to teacher morale 
factors and demographic variables. The research 
design used for this study is correlational. 
According to Ary, Jacobs and Razavich (1985), 
a correlational study is one of the subcategories 
of descriptive study. Correlational analysis 
deals with determining the rate or extent of 
relationship existing between variables. 
Population 
This study was conducted in a large metropolitan 
county where the three elementary schools used 
in the study are located. These schools are 
encouched within three neighborhoods in this 
particular county. The population in these schools 
consists of certified teachers who have met the 
local and state requirements. In the selected 
schools, there are 109 teachers (N=109) and 1618 
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students. The sample for this study consisted 
of all the teachers in the three selected schools. 
These schools are labeled A, B, and C and typify 
the elementary schools in this school district 
which is divided into the north and south school 
districts. The schools in this study are located 
in the south district of the county which is 
predominately black. 
In School A, there are 520 students and 
86 or 17% of these students get reduced-price 
lunches while 258 or 50% meet the criteria to 
receive free lunches. Five buses are used to 
transport these students. Moreover, the neighborhood 
in which School A is located has a number of 
blue collar workers and 95% of the housing is 
apartment housing while the other 5% is one-family 
houses. The next school presents a similar yet 
slightly different picture. 
In School B, there are 611 students, and 
40 or 7% of these students get reduced-price 
lunches while 140 students or 23% meet the criteria 
to receive free lunches. Eight buses are used 
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to transport these students. In addition, the 
neighborhood in which School B is located has 
a mixture of white collar and blue collar workers. 
Seventy-five percent of the housing is one family 
houses and 25% apartments. The last school presents 
still another but similar picture. 
In School C, there are 550 students and 
70 or 13% of these students get reduced-price 
lunches while 267 or 49% meet the criteria to 
receive free lunches. Eight buses are used to 
transport these students. Blue collar workers 
are in the majority also in this neighborhood. 
The neighborhood in which School C is located 
has 10% houses and 80% apartments. 
Instrumentation 
Four major variables were examined in this 
research along with five selected demographical 
variables. For needs requirements in this study, 
a personal data sheet for gathering demographical 
information, two instruments constructed for 
securing information regarding the variables 
of absenteeism, teacher satisfaction with teaching, 
teacher perception of work load, and teacher 
81 
burnout were used along with a teacher incentives 
section. The first tool for data gathering is 
the Personal Data Sheet. 
Personal Data Sheet 
The Personal Data Sheet consists of the 
five demographical variables. They are: teacher 
age, teacher sex, teacher years of experience, 
teacher marital status, and teacher dependents. 
Responses correspond with questions 1 through 
5. 
The Maslach Burnout Inventory 
The producers of the Maslach Burnout Inventory 
(MBI) were Maslach and Jackson (1984). Use of 
this instrument is made when the need arises 
for calculating the amount of burnout resulting 
from daily interaction among workers. Emotional 
exhaustion, depersonalization, and personal 
accomplishments are three concepts that are measured 
by the MBI. When burnout is intensified, emotional 
exhaustion and depersonalization are also intensified. 
The intensity in emotional exhaustion accounts 




Model of the Maslach Burnout Inventory (MBI) 
Reliability 
The Maslach Burnout Inventory (MBI) has 
proven reliability. Reliability coefficients 
were based on samples from item selections so 
that improper reliability estimates would not 
result. Cronbach's coefficient alpha (n = 1,316) 
was used to estimate internal consistency. For 
the subscale, the reliability coefficients were 
.90 for Emotional Exhaustion, .79 for Depersonalization, 
and .71 for Personal Accomplishment.- The standard 
error for each subscale is 3.80 for Emotional 
Exhaustion, 3.16 for Depersonalization, and 3.73 
for Personal Accomplishment. Data on test-retest 
reliability of the MBI was reported for two samples. 
83 
Validity 
Convergent validity was demonstrated for the 
MBI in several ways. In the first way, correlation 
of a person's MBI scores were made with behavioral 
ratings made independently by an individual such 
as a relative or co-workers who knew the person . 
well. Next, correlations were made with certain 
job characteristics that were expected to contribute 
to experienced burnout. Finally, there was the 
correlation of MBI with measures of various outcomes 
that were hypothesized to be related to burnout. 
All three sets of correlations gave substantial 
evidence for the validity of the MBI. Further 
evidence of validity of the MBI was obtained 
by discriminate validity through distinguishing 
MBI from measures of other psychological constructs 
that might be presumed to be plagued with burnout. 
The MBI was developed because of a need 
to measure experienced burnout in a wide range 
of workers in the educators' services. The 
psychometric analyses so far conducted to show 
that the MBI has acceptable reliability and validity 
to serve that purpose. Further development of 
the MBI could enhance its usefulness. There 
are twenty-two questions on this MBI instrument 
entitled "Educator's Survey." Respondents are 
requested to answer "How Often" if they feel 
depressed by using the following rating scale: 
Never = 0, a few times a year = 1, once a month 
or less = 2, a few times a month = 3, once a 
week = 4, a few times a week = 5, and every 
day = 6. Responses for the MBI correspond with 
questions 37 through 58. 
The Purdue Teacher Opinionaire 
The second instrument, the Purdue Teacher 
Opinionaire (PTO) prepared by Bently and Rempel 
(1980), is designed to provide a measure of teacher 
satisfaction with teaching and contains ten subscores. 
From these ten subscores, two were selected for 
this study. These two subscores are teacher 
satisfaction with teaching and teacher perception 
of work load. The PTO can be useful for school 
personnel who want an objective and practical 
85 
index of teacher satisfaction with teaching in 
particular schools or systems. 
This instrument provides important information 
about problems and tensions which concern teachers 
and have an adverse effect on their satisfaction 
and for this study specifically teacher satisfaction 
with teaching and teacher perception of work 
load. 
Reliability of the Revised PTO 
The 100 item instrument was administered 
in 60 Indiana high schools and 16 Oregon schools 
having twenty or more teachers. Four weeks after 
this initial administration, the instrument was 
administered again in all of the schools used 
the first time. Three thousand twenty-three 
teachers presented data in the test-retest process. 
The factor correlations were predominately above 
the .60 level, and for the total scores, about 
90 percent of the correlations are .80 or above. 
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There was little difference between the means 
and standard derivations for both total and factor 
scores for the test and retest administration 
of the PTO. 
The relative performance of the teachers 
is criterion for judging the validity of an 
instrument of this nature. To the extent that 
teachers agree with one another and are self 
consistent in their ratings, adequate validity 
may be assumed. 
Respondents are asked to indicate whether 
they agree (A), probably agree (PA), probably 
disagree (PD), or disagree (D). The rating scale 
is A = 1, PA = 2, PD = 3, and D = 4. These responses 
and scale correspond with questions 6 through 
25 for teacher satisfaction with teaching while 
questions 26 through 36 correspond with teacher 
perception of work load. 
Teacher Satisfaction with Incentives 
For Teacher Incentives, question 59, the 
terms are very satisfied (VS), somewhat satisfied 
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(SS), moderately satisfied (MS), dissatisfied 
(D), or very dissatisfied (VD). The rating scale 
is 5 to 1 starting with very satisfied (VS). 
Procedures for Data Collection 
Having selected a topic, the researcher 
secured permission to proceed with the research 
from the Department of Educational Leadership. 
The next step was to write letters to the 
superintendent to obtain permission to use the 
schools for data collection. Moreover, request 
for permission was made for teachers' participation 
as well as securing assistance from the principals 
in administering, collecting and returning the 
questionnaires to the researcher. The names 
of teachers, taken from a school roster, were 
placed on each envelope; however, teachers are 
aware that their names will not be published. 
Each questionnaire was coded by the school for 
each teacher so that the researcher would have 
an idea of the participation from each school. 
These envelopes were given to the principals 
who, in turn, gave them to each teacher to be 
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answered, after which the principal kept the 
envelopes containing the completed 
questionnaires until the researcher retrieved 
them. After the completed instruments were retrieved 
by the researcher, participants' absentee records 
for the school year 1988-89 were secured from 
the central office to correlate with the gathered 
data. 
Statistical Treatment of Data 
Testing of the proposed relationship of 
the variables was executed by using the Pearson 
Correlational Analysis. According to Hinkle 
(1982) who produced a formula for a correlation 
coefficient, showing that a substantially high 
positive or negative correlation came from a 
positive +.90 to +1.00 or a negative -.90 to 
-1.00. A .07 to .90 demonstrated a high positive 
correlation while a -.70 to -.90 represented 
a high negative correlation. 
With the use of Pearson Product-Moment Correlation, 
the degree of relationship between the variables 
in the study was expected to be obtained. Not 
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only does this type of analysis measure the linear 
relationship between two variables but it also 
is enhanced by the correlational coefficient 
which outlines the strength of the relationship. 
Correlation coefficients range from positive 
to negative (+1.0 to -1.0). A positive correlation 
results in a perfect positive correlation. 
Limitations of the Study 
This study is limited to the following: 
1. Three elementary schools in a large 
urban school district in one county. 
2. Teachers in the three elementary schools. 
3. Teachers of kindergarten and grades 
1-5. 
Summary 
Chapter IV introduced the research design, 
a description of the population used in the study, 
the instrumentation, procedures for data collection 
and the statistical treatment of the collected 
data, limitations of the study and summary. 
The population included 109 teachers from three 
elementary schools containing students from kindergarten 
and the first through the fifth grade, in a large 
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metropolitan county. Data were collected by 
using the Maslach Burnout Inventory (MBI), the 
Purdue Teacher Opinionaire (PTO) and a biographical 
data sheet. 
CHAPTER V 
Analysis of Data 
This chapter presents an analysis of the 
data in keeping with the purpose. This study 
was conducted to examine absenteeism among teachers 
in three elementary schools and to determine its 
relationship to teacher morale factors and demographic 
variables. The hypotheses are analyzed in a correlation 
analysis which shows all of the variables. 
Summary of Questionnaires 
The Teacher Questionnaire consists of four 
parts. Part I is a "Personal Data Sheet" which 
contains areas regarding age range, sex, years 
of teaching experience, marital status and the 
number of dependents. Part II is designed to 
provide an opportunity for teachers to express 
opinions about their work and various school problems. 
On the other hand, Part III is designed to ascertain 
how educators view their jobs and the people with 
whom they work. Part IV consists of teacher incentives 
and teachers were to indicate how satisfied they 
were with such incentives as pension, health benefits, 
insurance, staff development, and principal praise. 
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Table 1 shows data pertaining to all of the variables 
which are reported to show the mean and deviation 
scores. 
Teacher Satisfaction with Teaching (TEST) 
There were 102 participants. Calculations 
as seen in Table 1 show a mean score of 3.3745. 
The standard deviation is 1.1964. Teacher Satisfaction 
with Teaching is divided into four categories. 
(See Appendix B for scale and categories). 
Teacher Perception of Work Load (TEWL) 
For teacher perception of work load, Table 
1 shows that there is a mean score of 4.6729 and 
a standard deviation of 1.1404. Teacher Perception 
of Work Load is divided into four categories. 
(See Appendix B for scale and categories). 
Teacher Burnout (TEBU) 
Table 1 shows that for the 102 participants, 
the mean score is 3.0071. On the other hand, 
the standard deviation is .6843. Teacher Burnout 
is divided into seven parts. (See Appendix B 
for scale and categories). 
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Table 1 
Means and Standard Deviations for All Variables 








(TEST) 3.3745 1-4 1.1964 
Teacher Perception 
of Work Load 
(TEWL) 4.6729 1-4 1.1404 
Teacher Burnout 
(TEBU) 3.0071 0-6 0.6843 
Teacher Absenteeism 
(TEAB) 7.0294 4.3039 
Teacher Age (TEAG) 4.3235 1-7 2.2958 
Teacher Sex (TESX) 1.9510 1-2 0.3263 
Teacher Years of 




Means and Standard Deviations for All Variables 







Status (TEMS) 1.7745 1-5 1.3343 
Teacher Dependents 





(TESI - Bl, B2, 
B3, B4, B5) 
Bl Pensions 2.8137 5-1 1.1234 
B2 Health Benefits 2.8529 5-1 1.1552 
B3- Insurance 2.7843 5-1 1.1136 
B4 Staff Development 3.3137 5 - i 1.1772 
B5 Principal Praise 3.5098 5-1 1.4674 
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Teacher Absenteeism (TEAB) 
The mean score calculated for this area is 
7.0294. This is found in Table 1. 
Teacher Age (TEAG) 
Calculations in Table 1 demonstrate that 
teacher age has a mean score of 4.3235. The standard 
deviation is 2.2958. Teacher Age is divided into 
seven categories, below 25 to 51 and over. (See 
Appendix B for scale and categories). 
Teacher Sex (TESX) 
An observation of Table 1 reveals that for 
the 102 respondents to the questionnaire, there 
is a mean score of 1.9510. The standard deviation 
is .3263. Table 1 displays these figures. (See 
Appendix B for scale). 
Teacher Years of Experience (TEXP) 
In this area, there is a mean score of 2.8333. 
One hundred and two teachers responded to the 
questionnaire and calculations result in a standard 
deviation of 1.8513 as seen in Table 1. Teacher 
Years of Experience is divided into seven categories. 
(See Appendix B for scale and categories). 
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Teacher Marital Status (TEMS) 
For the 102 teacher respondents, there is 
a mean score of 1.7745. The standard deviation 
is 1.3343. Table 1 shows these figures. Teacher 
Marital Status is divided into five categories. 
(See Appendix B for scale and categories). 
Teacher Dependents (TEDP) 
One hundred and two teachers responded to 
the questionnaire. Table 1 shows this and a mean 
score of 2.0196 and a standard deviation of 1.0243. 
Teacher Dependents is divided into eleven categories. 
(See Appendix B for scale and categories). 
Teacher Satisfaction with Incentives (TESI) 
This variable was divided into five parts, 
namely, pension, health benefits, insurance, staff 
development, and principal praises. (See Appendix 
C for scale). For the 102 participants responding 
to pension, there is a mean score of 2.8137 and 
a standard deviation of 1.234. 
For health which is listed as B2 in Table 
1, the mean score is 2.8529 while the standard 
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deviation is 1.234. On the other hand, insurance 
which is listed as B3 on Table 1 has a mean score 
of 2.7843 and standard deviation of 1.1552. Staff 
development, listed as B4 on Table 1, has a mean 
score of 3.3137 and a standard deviation of 1.17772. 
The fifth and last item under teacher satisfaction 
with incentives and listed as B5 on Table 1 is 
principal praise. For principal praise, there 
is a mean score of 3.5098 and a standard deviation 
of 1.4674. 
Statistical Analysis 
The succeeding table, Table 2, shows the 
results of the statistical analysis using the 
Pearson Product Moment Correlation Coefficient. 
Data were analyzed to ascertain whether or not 
the hypotheses would be accepted or rejected. 
According to Ary, Jacobs, and Razavich (1985), 
the Pearson Product Moment Correlation is the 
most frequently used correlation. Table 2 shows 
the data relative to the testing of the hypotheses. 
98 
Table 2 
Pearson Product Moment Coefficients of All Variables 
(N = 102) 






Teacher Satisfaction with 
Teaching (TEST) .0560 
Teacher Perception of Work Load (TEWL ) .0647 
Teacher Burnout (TEBU) .1156 
Teacher Satisfaction with Incentives (TESI) 
Bl Pensions .0360 
B2 Health Benefits .0785 
B3 Insurance .0654 
B4 Staff Development .1994 
B5 Principal Praise .07 61 
Teacher Age (TEAG) -.1994 
Teacher Sex (TESX) .0504 
Teacher Years of Experience (TEXP) .1261 
Teacher Marital Status (TEMS) .0322 
Teacher Dependents (TEDP) .1706 
The level of significance is .05 for this study. 
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The data include the correlation for the 
independent, dependent and demographical variables. 
The dependent variable in the study is teacher 
absenteeism (TEAB) while the independent variables 
are teacher satisfaction with teaching (TEST), 
teacher perception of work load (TEWL), teacher 
burnout (TEBU), and teacher satisfaction with 
incentives (TESI) which includes pensions, health 
benefits, insurance, staff development and principal 
praise. On the other hand, demographical variables 
include teacher age (TEAG), teacher sex (TESX), 
teacher years of experience (TEXP), teacher marital 
status (TEMS), and teacher dependents (TEDP). 
Table 2 displays the results of the hypotheses 
with the preceding variables. 
The critical value of the correlation at 
the .05 level of significance as given for 100 
degrees of freedom is .195. For a significant 
relationship for the 102 cases, the correlation 
coefficients should either equal the .195 or exceed 
it. 
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Hypothesis 1 states that: 
There is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Satisfaction 
with Teaching (TEST). 
At the .05 level of significance as shown 
in Table 2, the Pearson Product Moment Coefficient 
is .0560. This hypothesis is then, accepted, 
for there is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Satisfaction 
with Teaching (TEST). The data given answer the 
second question regarding the previously stated 
relationship. 
Hypothesis 2 states that: 
There is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Perception 
of Work Load (TEWL). 
An observation of Table 2 shows that at the 
.05 level of significance, the Pearson Product 
Moment Coefficient is .0647. This hypothesis 
is accepted and that means that there is no significant 
relationship between Teacher Absenteeism (TEAB) 
and Teacher Perception of Work Load (TEWL). 
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Hypothesis 3 states that: 
There is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Burnout 
(TEBU). 
The Pearson Product Moment Coefficient in 
Table 2 is .1156. This means that there is no 
significant relationship between Teacher absenteeism 
(TEAB) and Teacher Burnout (TEBU) at the .05 level 
of significance and the hypothesis is accepted. 
The data answer the third question regarding the 
relationship of Teacher Absenteeism (TEAB) and 
Teacher Burnout (TEBU). 
Hypothesis 4 states that: 
There is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Satisfaction 
with Incentives (TESI). 
An observation of Table 2 shows that there 
is a significant relationship between Teacher 
Absenteeism and Teacher Satisfaction with Incentives 
as far as staff development is concerned. However, 
there is no significant relationship between Teacher 
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Absenteeism and Teacher Satisfaction with the 
incentives of Pension, Health Benefits, Insurance 
and Principal Praise. Thirty-eight percent of 
the respondents were somewhat satisfied, twenty- 
five percent were very dissatisfied. The Pearson 
Product Moment Coefficients were 
B1 Pensions : .0360 
B2 Health Benefits: .0785 
B3 Insurance : .0654 
B4 Staff Development: .1994 
B5 Principal Praise: .0761 
With this data, the null hypothesis was rejected 
since there was a relationship with one of the 
variables. Question four regarding the relationship 
between Teacher Absenteeism and Teacher Satisfaction 
with Incentives is answered. 
Hypothesis 5 states that: 
There is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Age (TEAG). 
The data demonstrated that there is an inverse, 
significant relationship between Teacher Absenteeism 
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and Teacher Age. Results show that the younger 
respondents are absent more and the older respondents 
are absent less. As a respondent grows older, 
the respondent is absent less. The Pearson Product 
Moment Coefficient is -.1994. Most of the respondents 
were less than 40 years of age and fell between 
the ages of 36 and 40. Thus the null hypothesis 
was rejected because there is a significant relationship. 
The fifth question regarding the relationship 
between Teacher Absenteeism (TEAB) and Teacher 
Age (TEAG) was answered positively. 
Hypothesis 6 states that: 
There is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Sex (TESX). 
The Pearson Product Moment Coefficient is 
.0504. The null hypothesis was accepted, for 
no relationship existed between Teacher Absenteeism 
(TEAB) and Teacher Sex (TESX). 
Hypothesis 7 states that: 
There is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Years of 
Experience (TEXP). 
104 
There is an inverse relationship between 
Teacher Absenteeism (TEAB) and Teacher Years of 
Experience (TEXP); however, the null hypothesis 
is accepted since the Pearson Product Moment 
Coefficient, -.1261, is very low. Based on the 
low coefficient, no other conclusion regarding 
the inverse relation can be drawn. 
Hypothesis 8 states that: 
There is no significant relationship between 
Teacher Absenteeism (TEAB) and Teacher Marital 
Status (TEMS). 
The Pearson Product Moment Coefficient is 
.0322 which means that at the .05 level of significance 
this null hypothesis was accepted. There is no 
significant relationship between Teacher Absenteeism 
(TEAB) and Teacher Marital Status (TEMS). 
Hypothesis 9 states that: 
There is no relationship between Teacher 
Absenteeism (TEAB) and Teacher Dependents (TEDP). 
The Pearson Product Moment Coefficient is 
.1706 which means that the null hypothesis is 
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accepted. As can be observed in Table 2, there 
is no significant relationship between Teacher 
Absenteeism and Teacher Dependents. 
Summary 
This chapter presented the statistical analysis 
of the data with regard to teacher absenteeism, 
the relationship of absenteeism to teacher satisfaction 
with teaching, teacher perception of work load, 
teacher burnout, teacher satisfaction with incentives, 
and selected demographical variables. Statistical 
techniques used for testing the data included 
correlational analysis. The .05 level of significance 
was used for the acceptance or rejection of the 
nine null hypotheses. Two hypotheses were rejected, 
while seven were accepted. The next chapter will 
contain a summary of the study, including findings, 
conclusions, implications and recommendations. 
CHAPTER VI 
Summary, Conclusions and Recommendations 
This chapter is divided into three main sections; 
namely, Summary, Implications and Conclusions 
and Recommendations. The discussion begins with 
the summary. 
Summary 
Teacher absenteeism, according to researchers 
Moline (1988) and Hintz (1987), is a problem that 
causes great concern in schools today. They agree 
that high teaching performance and continuity 
in subject matter are lacking when absenteeism 
persists. The purpose of this study, then, was 
to examine absenteeism among teachers in three 
elementary schools and to determine its relationship 
to teacher morale factors and demographic variables. 
The main conceptual theory for realizing 
the purpose is that teacher absenteeism results 
from teacher satisfaction with teaching, teacher 
perception of work load, teacher burnout, and 
teacher satisfaction with incentives including 
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pensions, insurance, health benefits and staff 
development. In addition, theory included such 
demographical variables as teacher age, teacher 
sex, teacher years of experience, teacher marital 
status and teacher dependents that could impact 
absenteeism. 
The population used for data gathering was 
the teachers in the three elementary schools with 
1,168 students in this large metropolitan county. 
One hundred and two teachers out of a total of 
109 in the three schools participated in the study. 
A personal data sheet, the Maslach Burnout Inventory 
(MBI), and the Purdue Teacher Opinionaire (PTO) 
were used and distributed to teachers by their 
principals in the three elementary schools. The 
Pearson Product Moment Correlation analysis was 
used to test the nine hypotheses formulated and 
the five questions posed for the study, as 
conceptualized in the theory. 
Research Questions 
Answers to research questions posed for this 
study are given. The first research question, 
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Is there a relationship between teacher absenteeism 
and teacher satisfaction with teaching? is answered 
in Table 2. There was no relationship between 
teacher absenteeism and teacher satisfaction with 
teaching. 
The second research question, Is there a 
relationship between teacher absenteeism and teacher 
perception of work load? is answered in Table 
2. There was no relationship between teacher 
absenteeism and teacher perception of work load. 
The third research question, Is there a relationship 
between teacher absenteeism and teacher burnout? 
is answered in Table 2. There is no relationship 
between teacher absenteeism and teacher burnout. 
The fourth research question, Is there a 
relationship between teacher absenteeism and teacher 
satisfaction with incentives? is answered in Table 
2. There is an inverse relationship between teacher 
satisfaction and incentives as far as staff development 
is concerned; however, there is no relationship 
between teacher absenteeism and pension, insurance, 
health benefits, and principal praise. 
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The last question, Is there a relationship 
between teacher absenteeism and selected demographical 
variables? is answered in Table 2. No relationship 
exists between teacher sex, teacher marital status, 
and teacher dependents; however, there is an inverse 
relationship between teacher absenteeism and teacher 
age, for the older the teachers, the less likely 
they are to be absent frequently while the younger 
the teachers, the more absences occur. 
The nine null hypotheses that were tested 
to answer the previously stated questions are 
Hypotheses 
There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Satisfaction with Teaching 
(TEST). 
There is no significant relationship 
between Teacher Absenteeism (TEAB) 






HO3: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Burnout (TEBU). 
HO4: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Satisfaction with Incentives 
(TESI). 
HO5: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Age (TEAG). 
HOg: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Sex (TESX). 
HO7: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Years of Experience 
(TEXP). 
HOg: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Marital Status (TEMS). 
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HO9: There is no relationship between 
Teacher Absenteeism (TEAB) and 
Teacher Dependents (TEDP). 
Findings 
The findings for this study are summarized 
and the results relative to each hypothesis are 
given. 
HOi: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Satisfaction with Teaching 
(TEST). 
The first null hypothesis was accepted for 
analysis demonstrated that no relationship exists 
between teacher absenteeism and teacher satisfaction. 
The correlation coefficient is .0560 for these 
two variables. 
HO2: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Perception of Work 
Load (TEWL). 
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This second hypothesis was also accepted 
because findings pointed out that no relationship 
exists between teacher absenteeism and teacher 
perception of work load. The correlation coefficient 
between these two variables is .0647. 
HO3: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Burnout (TEBU). 
This third null hypothesis was likewise accepted 
because no significant relationship exists between 
teacher absenteeism and teacher burnout. The 
correlation coefficient between these two variable 
is .1156. 
HO4: There is no significant relationship 
between teacher absenteeism (TEAB) 
and Teacher Satisfaction with Incentives 
(TESI). 
This fourth null hypothesis was rejected 
because a relationship exists between teacher 
absenteeism and staff development although no 
relationship exists between teacher absenteeism 
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and pensions, teacher absenteeism and insurance, 
teacher absenteeism and teacher health benefits, 
and teacher absenteeism and principal praise. 
The correlation coefficients for these sub-areas 
of teacher satisfaction with incentives are .1994 
for staff development; .0785 for health benefits; 
.0761 for principal praise, and .0654 for insurance. 
HO5: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Age (TEAG). 
This fifth hypothesis was also rejected because 
an inverse relationship exists between teacher 
absenteeism and teacher age which meant that the 
greater the age, the lower the times absent and 
the greater the times absent the lower the age. 
Older teachers were prone to be less absent than 
younger teachers. The correlation coefficient 
is -.1994. 
HOg: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Sex (TESX). 
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This sixth hypothesis was accepted, for no 
relationship exists between teacher absenteeism 
and teacher sex. The correlation coefficient 
is .0504. 
HO7: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Years of Experience 
(TEXP). 
This seventh null hypothesis was also accepted 
because no significant relationship exists between 
teacher absenteeism and teacher years of experience. 
The correlation coefficient for these variables 
is -.1261. 
HOg: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Marital Status (TEMS). 
This eighth null hypothesis was also accepted, 
for no significant relationship exists between 
teacher absenteeism and teacher marital status. 
The correlation coefficient .0322. 
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HOg: There is no significant relationship 
between Teacher Absenteeism (TEAB) 
and Teacher Dependents (TEDP). 
This ninth null hypothesis was also accepted, 
for no relationship exists between teacher absenteeism 
and teacher dependents. The correlation coefficient 
for the two variables is .1706. 
Conclusions 
The following conclusions were drawn from 
the findings: 
1. Absenteeism in the three elementary schools 
is not related to teacher satisfaction 
with teaching, teacher perception of 
work load, and teacher burnout. 
2. There is a relationship between absenteeism 
and teacher satisfaction with incentives 
relative to staff development; however, 
there is no significant relationship 
to absenteeism as far as health benefits, 
pensions, and insurance are concerned. 
3. Age plays a role in absenteeism, for 
absenteeism among older teachers is less 
than it is among younger teachers. 
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4. There is no relationship between absenteeism 
and sex, teacher years of experience, 
marital status and dependents. 
Implications 
Implications from this study are several. 
Administrators should become cognizant of the 
existing relationship between teacher absenteeism 
and teacher satisfaction with incentives. Findings, 
moreover, imply that administrators should be 
aware of staff development in their schools and 
should learn more about the role of absenteeism 
and staff development. Staff development in this 
study had a significant relationship with absenteeism 
which means that this study differs slightly from 
Blakenship's (1985) study in which employee benefits 
caused employees to accept employment and to continue 
study. In addition, the findings suggest that 
the age of a teacher impacts on the teacher's 
presence in the classroom. Older teachers tend 
to be present in the classroom more than younger 
teachers. Younger teachers are possibly not being 
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motivated enough by administrators, not being 
welcomed by administrators, and not being given 
enough staff development activities to feel comfortable 
in managing their classrooms so that they will 
be present in the classrooms daily. Thus, pertinent 
recommendations are cited for future action. 
Recommendations 
1. Since it was found that there is a 
relationship between absenteeism and 
teacher satisfaction with incentives, 
especially staff development, it is 
recommended that administrators become 
enlightened regarding this relationship. 
Reading educational literature, attending 
classes, seminars, lectures, workshops 
and conferences and even hosting some 
of these staff development and informational 
activities to have their teachers become 
cognizant also of the relationship of 
absenteeism to teacher satisfaction with 
teaching would be most advantageous in 
the workplace. 
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2. Administrators should become more cognizant 
of the inverse relationship between absenteeism 
and age so that measures could be taken 
to reduce absenteeism on the part of 
younger teachers. 
3. The administrator should make younger 
teachers feel comfortable and sure of 
themselves in the classrooms and in the 
school generally. 
4. The administrator should assist in building 
younger teachers' self-esteem so that 
the teachers have a positive attitude 
about their teaching, enjoy their work, 
and hopefully want to spend more time 
in the classroom. 
5. In addition, administrators should make 
younger teachers feel that they have 
joined a noble profession, one in which 
they can make a contribution to society 
by moulding young minds. 
13 9 
6. Moreover, administrators should seek 
to inspire their teachers, especially 
younger teachers, and help them to feel 
needed and important to the organization 
so that teaching will not become a chore 
but will be pleasurable to them. Young 
teachers, especially, need to feel more 
competent and have the assurance that 
they can manage their classrooms and 
their students. Staff development provided 
by administrators would give the needed 
self-confidence to enable younger teachers 
to have the desire to be present daily 
in the classroom. 
7. Administrators should help younger teachers 
with content and help them to enrich 
their teaching. In accomplishing this 
responsibility, administrators should 
make the material and presentations interesting 
to hold the attention of the younger 
teachers who will in turn do likewise 
120 
with their students. On the other hand, 
older teachers have had more staff development; 
therefore, administrators should direct 
more staff development toward younger 
teachers. 
8. It is further recommended that the school 
district and systems become familiar 
with the findings in this study and use 
them to plan activities that would assist 
both administrators and teachers in 
alleviating absenteeism. 
9. It is finally recommended that a replication 
of this study be made using a larger 
number of elementary schools. Further, 
it is recommended that other studies 
using middle and high school as well 
as other variables be conducted. 
Summary 
This chapter has presented the findings, 
implications, and conclusions while delineating 
recommendations for further study. 
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Letter of Permission 
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January 12, 1990 
Dr. Ralph Bentley 
5423 Zion Aveue 
Lakeland« Florida 33809 
Dear Dr. Bentley: 
I am in the process of conducting a study on the Rate of Absenteeism 
Among Teachers in Three Select Schools in Fulton County/ and its 
relationship to Teacher Burnout/ Teacher Morale/ and Selected 
Biographical Variables. 
For this study/ I need a sample Scan-Tron sheet that measures teacher 
morale. 
I am operating within a very tight time frame; therefore/ it is 
imperative that I receive a response from you as soon as possible. 
Attached is my check for S7.50 to cover these materials. 
May I have your permission to delete or add-to this information? 
Your urgent attention to this matter of research is greatly appreciated. 
Please mail all correspondence to : 
Ms. Amaryllis Grogan 
760 Forest Crossing Drive/ S.W. 







Permission of Approval Letter 
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760 Forest Crossing Dr.,S.W. 
Atlanta, Georgia 30331 
March 28, 1990 
Mr. Oscar L. Perry 
Assistant Superintendent for Elementary Schools 
FULTON COUNTY SCHOOL SYSTEM 
786 Cleveland Avenue, S.W. 
Atlanta, GA 30315 
Dear Mr. Perry: 
Thank you very much for taking time to talk 
with me on Tuesday, March 13, 1990 concerning 
the possibility of using the three selected schools: 
Harriet Tubman Elementary, S. L. Lewis Elementary 
and Brookview Elementary in Fulton County as a 
data resource for my dissertation study. My proposed 
study is entitled "A Study of Teacher Absenteeism 
in Three Selected Elementary Schools in a Metropolitan 
County and Its Relationship to Teacher Satisfaction 
with Teaching, Teacher Perception of Work Load, 
Teacher Burnout, Teacher Satisfaction with Incentives 
and Selected Biographical Variables.* I am grateful 
for your giving me permission during our conversation 
to conduct the study with classroom teachers. 
In talking with you, I mentioned that the 
respondents will remain anonymous and the data 
will not be used for any purpose other than the 
one I have given. In addition, the schools will 
also remain anonymous. 
Allow me to thank you again and request a 
letter from you giving written permission of approval. 
If you or others desire a copy of the final report, 
please notify me. 
Sincerely yours, 
ANG/rlb 
cc: Dr. James H. Fox, Jr. 
Dr. Ernest Lavender, Jr. 
Mr. Larry Bennett 
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Mrs. Amaryllis Grogan, Assistant Principal 
Harriet Tubman Elementary School 
Oscar L. Perry ^ 
Assistant Superintendent - Elementary Schools 
RE: Research Request 
I have received your letter of Match 28, 1990 requesting the use of Harriet Tubman, S. L. Lewis 
and Brookview Elementary Schools in conjunction with your dissertation study. Congratulations 
on reaching this stage in your doctoral studies. 
I have attached the standard form which is used for all research study requests. Please complete 
this with the information regarding your study and forward it to Douie Fielder, Executive Director 
of Elementary Curriculum. All studies conducted in the elementary schools must have this type of 
information on file prior to final approval 
Enclosure My best wishes to you for a successful study. 
c: Mi. DOOM Balder 
OLP/jm 
Dam: March 29. 1990 
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I know you are busy but I NEED YOUR HELP! 
I am soliciting your assistance in completing 
a survey regarding your perception concerning 
*A Study of Teacher Absenteeism in Three Selected 
Elementary Schools in a Metropolitan County and 
Its Relationship to Teacher Satisfaction with 
Teaching, Teacher Perception of Work Load, Teacher 
Burnout, Teacher Satisfaction with Incentives 
and Selected Biographical Variables.* 
You have been randomly selected as part of 
my sample population of teachers. The data collected 
will be used for research purposes only; therefore, 
you may respond candidly to each statement. All 
completed questionnaires will be treated as confidential 
materials. 
Please answer all of the enclosed questions 
and return the completed questionnaire to me. 
Allow me to express my sincere appreciation and 
thanks for your cooperation in advance. Your 
prompt assistance to this request is greatly appreciated. 
Sincerely, 
Amaryllis N. Grogan 
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FULTON COUNTY BOARD OF EDUCATION 
Elementary Schools 
Inter-Office Communication 
M F. M O R A N D V M 
TO: Bobby Tuggle, Principal, Brookview ES 
Barbara Morrow, Principal, Tubman ES 
Randee Nagler, Principal. S. L. Lewis ES 
FROM: Dorothy R. Fielder XSA!^ 
Executive Director - Elementary Curriculum 
DATE: April 16, 1990 
RE: Research Request from Amaryllis N. Grogan 
I am sending the attached research request from Amaryllis Grogan lor your 
consideration. Please read her proposal and respond to me or to Sandy Hairston, my 
secretary, by April 19 with an indication of your willingness to assist in ner research, 
ThanK you for your assistance. 
Enclosure 





Letter to Administrators 
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April 1990 
Dear Fellow Administrator : 
Permission has been granted for me to conduct 
a study in your school which has been randomly 
selected from a group of elementary schools to 
participate in this study. The subject of the 
research is "A Study of Teacher Absenteeism in 
Three Selected Elementary Schools in a Metropolitan 
County and Its Relationship to Teacher Satisfaction 
with Teaching, Teacher Perception of Work Load, 
Teacher Burnout, Teacher Satisfaction with Incentives 
and Selected Biographical Variables." 
Enclosed please find individual envelopes 
with the name of each teacher who will be answering 
the questionnaires. Also a copy of the questionnaire 
is enclosed for you to peruse. This survey should 
take no more tnan fifteen minutes to complete. 
Please allow the teachers to complete the questionnaire 
and return it to you. Once you have received 
ail of the completed surveys, please call me at 
Harriet Tubman Elementary School [762-72S7: for 
pick-up, or send them to me via school marl. 
Please make every effort to return the questionnaires 
to me by April 19, 1990. 
Thank you for your cooperation and I look 





Research Study Request 
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FULTON COUNTY BOARD OF EDUCATION 
Services Building 
786 Cleveland Avenue. S.W. 
Atlanta. Georgia 30315 
RESEARCH STUDY REQUEST 
cgQUegTING PERSON'S! 
Name Ms. Amaryllis N. Grogan  Tam/Aaencu Assistant Principal 
Worn Acaress 2861 LaJteshore Drive (Harriet Tubman) Taeoncre 762—7337 
College Park, Geor-cia  TcCcce 30337  
DESCRIPTION OF STUDY 
Tile A STUDY OF ABSENTEEISM AMONG TEACHERS IN THREE SELECTED SCHOOLS TN ft 
METROPOLITAN COUNTY AND ITS RELATIONSHIP TO TEACHER SATISFACTION WITH 
TEACHING, TEACHER LOAD, TEACHER BURNOUT, TEACHER INCENTIVES AND SELECTED BTOGRAPHTC.M. 
Purooseiuoiectives VARIABLES. 
PURPOSE: The purpose of the study is to tistecmine the rate of absenteeism 
teacners in three selected elementary schools in Fulton County. This study1 
significance, hopefully, will result in its contribution to the existing 
.literature and its assistance to principals,teachers and the board. 
oecinmng uate  _____   ;  ^omoieticn uai«  
April 18, 1990 May I, T3W 
among 
Interim Reocrt Date. 
■S'CQOMAPCN RECU'RED 
P'ease orcvioe anacnment to answer tne following Questions. Also, attacn a summary ct trie researcn crcoosai. i 
avanaoie. 
A. How mucn scncoi time will be mvoivea tor staff researcn7 
2. Numoer ct stuoents neeoeo ana oarticuiar characteristics IOCV. girt. age. etc. . 
C. Information neeoea for moivicuai stuoents. 
D. What are soace/room reauirements? 
E. Will scnooi suooues/eauioment oe reauired? 
Will financial suooort De reouesteo trom tne Fulton County Boaro of Ecucat on7 
G. How wm teacners oe reauirea to neio in tne stucv (function ana timei7 
H. How wui otner scnooi oersonnei De mvoivea in tne stucv «function ana timei7 
What cata wui be conectea7 «Soecify names of commercianv*avauaoie tests anc attach ccoies cr 
researcr.er-oeveiooeo instruments. I 
J. Wnat metnocs ct cata anatvsis wui oe useo7 
<. how wi-i carentai consent oe cotameo til aoorcoriatei7 
row wm human suoiects oe crctectec in view c: tne Famiiv R-OTS arc Fnvacv Act7 
Zc vcu agree to crovice a ccoy/summary ct tne^cnoieieo stucv to tne ru.tcn County scare or Ecucaticn ’ 
g—77' —_—r 
Assistant Princioal 








THE FULTON COUNTY BOARD OF EDUCATION 
HARRIET TUBMAN ELEMENTARY SCHOOL 
2861 LAKESHORE DRIVE 
COLLEGE PARK, GEORGIA 30337 
(404) 767-S259 
REQUIRED INFORMATION: 
A. How much school time will be involved for staff research? No more than 
fifteen minutes. 
B. dumber of students needed and particular cnaracteristics 'bov, ciri, ace,). 
Not Applicable - No students required. 
C. Information needed tor individual students. N/A No information needed 
for students. 
D. What are space/room requirements? N/A No space/room required. 
E. Will school supplies/equipment be required? N/A No school supplies/ 
equipment required. 
F. Will financial support be required from Fulton Co. Beard of Education? 
N/A No financing will-be required from the Board. 
G. Hew will teachers be required to help in the study? Teachers from three 
selected schools ( Brookview, Harriet Tubman and S.L. Lewis) will be asked 
to answer a fifteen minute questionnaire. See Attached Questionnaire. 
H. How will ether senool personnel be involved in the study? N/A No other 
personnel will be involved other than classroom teacher. 
I. What data will be collected? See attached questionnaire- (Part I Personal 
Data Sheet/ Part II Purdue Teacher Opinionaire(Part III Maslach Burnout 
Educators Survey and Part IV Teacher Incentives). 
J. What methods of data analysis will be used? I will be using Correlational 
Analysis Data. 
K. How will parental consent be obtained? N/A No parental consent needed. 
L. How will human subjects be protected in view of the Family Rights and 
Privacy Act? All collected data will be used for research purposes only; 




Letter of Permission 
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5423 Zion Avenue 
Lakeland 
Florida 3330? 
January 22. 1990 
Ms. Amaryllis Grogan 
760 Forest Crossing Drive, 3.;;. 
Atlanta 
Georgia 30331 
Dear Ms. Grogar.. 
ïou may make needed cnanaes m tîie ?T0 to = 
tor your own use oniv. 
?. a 1 p h ?.. : e r. t . e v 
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APPENDIX I 
Permission Granting Form 
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CONSULTING PSYCHOLOGISTS PRESS, INC. 
577 College Avenue (P.O. Box 60070), Palo Alto, CA 94306 (415) 857-1444 
r 
Amaryllis N. Grogan 
760 Forest Crossing Dr., SW. 
Atlanta, GA. 30331 
L 
In response to your request of April 3, 1990 
(Date i 
~1 Customer U l3H3e)  
Purchase order «  
Product #  
Quantity  
 ! Price  
 permission is hereby granted to you to 
use the Educators Survey of the Mas 1 ach Burnout Inventory in vour research. 
for SI research ONLY 1—1 commercial use □ clinical use 
subiect to the following restrictions: 
(a) Any material used must contain the following credit lines: 
"Reproduced bv special permission of the Publisher, Consulting Psvcnoiocists Press, inc., 
Palo Alto, CA 943Ô6, 
from Hasiach Burnout Inventory - Educators Survey  
bv Christina Masiach S Susan E. Jackson © 1986  
Further reproduction is prohibited without the Publisher's consent." 
<b) None of the materials may be sold or used for purposes other than those mentioned above. 
(c) One copv of anv material reproduced will be sent to the Publisher to indicate that the appropriate credit 
line has been used. 
(d) Payment of a reproduction fee of Vn  
ie) Am^ryi i s c Qzsaaa. agrecis) to assign all right, title, and interest in translations, 
versions, and/or modifications of this instrument to CPP or as directed by CPP. 
CONSULTING PSYCHOLOGISTS PRESS, INC. 
■ . / 
Bv ;~s:X’'"'-'—   Date 
I’ermtsstons Department 
Eric Kaufman ’ 
4/3/90 
CPP Instrument Purchaser Qualification Form 
K this is your first order with CPP and you are ordering a test with a “B" or “C" marked after its title, please complete 
and sign this form. Students ordering tests for research must have tne supervising faculty memoer sign oeiow and prepay. 
Certain tests published by CPP are available only to users who have appropnate training and credentials, adhere to the 
pnnctples of proper test use. including knowledge of tests and their limitations, and accept resporsioility for prooer test use. 
To purchase mB‘ materials, you must have satisfactorily completed a course in the interpretation of psychological tests and 
measurement at an accredited college or university. If you have not completed such courseworx. other factors may be used to 
determine your eligibility. To purchase *C‘ materials, you must fulfill all Qualifications required of "B" users plus one or more of the 
following: completion of an advanced degree in an appropnate profession, membership in an appropnate professional association, 
state licensure, and/or national or state certification. 
Completion of this form is not required of purchasers ordering for a regionally accredited school, college, or university nor for 
a federal or state agency it and only it an official purchase order is used and payment is made by institutional voucner or check. 
However, purchasers must sign this form to verify the certification statement found at the end of this form. Subagencies snould 
inciuoe documentation of their affiliation with a aualified institution. 
Customer *  
Name Ms. AtnaryVli-q N. Grogan  31 am a stuoent. my Drotessor has signed beiow 
Organization Fulton Co. Board of Education jobylt|e Assistant Principal (Administrator 
Address XI home 3 work 760 Forest Crossing Drive S.W.  
City Atlanta,  State Ga-, Zip 30331  Phone (404 691-1207  
1. Indicate your purpose(s) for using the test: 
3 Counseling yj Research 
3 Personnel selection 3 Therapy 
S Other: 
Weiting Dissertation 
2. Indicate your area(s) of 
3 Career and Vocational 
3 Counseling 





3 Clinical and Mental Health 
3 Psychiatry 
3 Rehabilitation 











3 In-service training 
3 Supervised exoenence 
3 Reading test manuals 
3 Continuing education 
3. Which of the following describes your level of training? 
2 Doctorate tfieid/institution/yr): Writing Dissertation- 
3 Master’s (field/instituuon/yr):  
3 Bacnelor's (field/institutionjyr):  
3 Licensure: Area?  
3 Professional certification: Area?  
3 Professional conferences (subject/leaoer):  
4. Please check each course or workshop you have completed: 
Test Interpretation 
Psycnometrics & Measurement 
Objective Personality Testing 
Projective Personality Testing 
Career Interest Testing 
Educational Assessment 
Grad- Under- Work- 
uate Grad. snop 
S 3 3 
Theory X 3 3 
3 3 3 
3 3 3 
3 3 3 
3 3 S 
Grad- Under- Wortr- 
uate Grad. snoo 
Soeecn. Lanouaoe. & Heanng Testing 3 3 3 
Other: GTOÎ- Teachers Observation 3 £ 
MBTI Qualifying Womsnoos: 
3 APT OKroeaer 3 Growth Associates 3 Type Resources 
Location Staff Development-  
Date attended 1988-89  
5. Your quality control over test use includes: 
X3 Releasing scores only to those authonzed 
3 Keeping test materials in locked files 
6. Please specify professional organizations of which you 
3 Tailoring interoretation to the auoience 
3 Obtaining approoriate releases from the client or parent 
re a member: NEA.GAE. Phi Delta Kappa, ABWA 
I understand the elements of testing essential to tne aoorooriate use ot standardized tests, and I have oersonal knowledge of Drolessionai testing 
standards (such as the APA-AERA-NCME Standards tor Educational and Psycnoiogical Tests. 19851. I tunner warrant to CPP that I possess tne 
appropriate training and competencies lo use the testing materials and services I seek to purchase. I agree that my use ol sucn materials will adhere 
to applicable local apjpnanonal laws and regulations and tne ethical pnncioies ol my profession. 
S.gnane^^^^ 
l agree to suo^wse mis stuoent s use of me oroereo items ana encorse me statement aoove Professor s Signature . ' 
Pnnt Name . 
Photocopy as needed. 






Directions: This questionnaire consists of four parts. There are directions for each 
part to assist you. Please answer each of the questions in each part. 
PART I - PERSONAL DATA SHEET 
Instructions: Please check the appropriate response. 
1. What is your age range? 
Scale Scale 
a. Below 25 1 d. 36 - 40 4 
b. 26 - 30 2 e. 41 - 45 5 
c. 31 - 35 3 f. 46 - 50 6 
g- 51 and over 7 
What is your sex? 
Scale Scale 
a. Male 1 b. Female 2 
How many years have you been teaching' 
Scale Scale 
a. 1-5 1 d. 16-20 4 
b. 6-10 2 e. 21-25 5 
c. 11-15 3 f. 26-30 6 
g- 31 or 
more years 7 
4. What is your marital status? 
Scale 
a. Married 1 
b. Single 2 
c. Divorced 3 
d. Separated 4 
e. Widowed 5 
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Instructions: Please check the appropriate response. 
5. Number of dependents: 
Scale Scale 
a. 0  1 
b. 1 2 
c. 2  3 
d. 3 4 
e. 4 5 
g. 6   6 
h. 7   7 
i. 8   8 
j. 9   9 
k. 10   10 
l. Other 
(please specify) 11 
PURDUE TEACHER OPINIONAIRE 
Part H - This instrument is designed to provide you the opportunity to express 
your opinions about your work as a teacher and various school problems. There 
are no right or wrong responses. DO NOT OMIT ANY ITEMS. 
Instructions: Read each statement carefully. Indicate whether you agree (A), 
probably agree (PA), probably disagree (PD), or disagree (D). 
Mark (X) only one answer for each item. 
A PA PD D 
Scale 1 2 3 4 
6. Teaching gives me a great deal of 
personal satisfaction. 
7. Teaching enables me to make my 
greatest contribution to society. 
8. I love to teach. 
9. If I could plan my career again, I 
would choose teaching. 
10. I would recommend teaching as an 
occupation to students of high 
scholastic ability. 
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Instructions: Read each statement carefully. Indicate whether you agree (A), 
probably agree (PA), probably disagree (PD), or disagree (D). 
Mark (X) only one answer for each item. 
A PA PD D 
Scale 1 2 3 4 
11. If I could earn as much money in 
another occupation, I would stop 
teaching. 
12. I find my contacts with students, 
for the most part, highly satisfying 
and rewarding. 
13. I feel that I am an important part of 
this school system. 
14. I feel successful and competent in my 
present position. 
i 
15. I enjoy working with student organiza¬ 
tions, clubs and societies. 
16. I am at a disadvantage professionally 
because other teachers are better 
prepared to teach than I am. 
17. As far as I know, the other teachers 
think I am a good teacher. 
18. The "stress and strain" resulting from 
teaching makes teaching undesirable for 
me. 
19. Most of the actions of the students 
irritate me. 
20. My students regard me with respect and 
seem to have confidence in my professional 
ability. 
157 
Instructions: Read each statement carefully. Indicate whether you agree (A), 
probably agree (PA), probably disagree (PD), or disagree (D). 
Mark (X) only one answer for each item. 
A PA PD D 
Scale 1 2 3 4 
21. My students appreciate the help I give 
them with their school work. 





23. As a teacher, I think I am as competent as 
most other teachers. 
24. I really enjoy working with my students. 
1 1 
1 
25. I am well satisfied with my present teaching 
position. 
26. Details, "red tape," and required 
reports absorb too much of my time. 
27. Teachers in this school are expected 
to do an unreasonable amount of 
record keeping and clerical work. 
\ 
28. Community demands upon the teacher's 
time are unreasonable. 
29. My teaching load is greater than 
that of most of the other teachers 
in our school. 
30. The extra-curricular load of the 
teachers in our school is unreasonable. 
31. The number of hours a teacher must 
work is unreasonable. 
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Instructions: Read each statement carefully. Indicate whether you agree (A), 
probably agree (PA), probably disagree (PD), or disagree (D). 
Mark (X) only one answer for each item. 
A PA PD D 
Scale 1 2 3 4 
32. The school schedule places my classes 
at a disadvantage. 
33. Keeping up professionally is too 
much of a burden. 
34. My classes are used as a "dumping 
ground" for problem students. 
35. My teaching load in this school is 
unreasonable. 
36. My heavy teaching load unduly 
restricts my nonprofessional activities. 
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MASLACH BURNOUT INVENTORY 
EDUCATORS SURVEY 
Part HI - The purpose of this survey Is to discover how educators view their 
job and the people with whom they work closely. 
Instructions: Please read each statement carefully and decide if you ever feel 
this way about your job. If you have never had this feeling, write 
a "0” (zero) in the space before the statement. If you have had 
this feeling, indicate how often you feel it by writing the number 
(from 1 to 6) from the rating scale below that best describes how 
frequently you feel that way. DO NOT OMIT ANY ITEMS. 
Rating Scale 
HOW OFTEN: 0 1 2 3 4 5 6 
Never A few times Once a A few Once A few Every 
a year or month times a a times day 




  I feel depressed at work. 
If you never feel depressed at work, you would write the number "0" (zero) in the space 
before the statement. If you rarely feel depressed at work (a few times a year or less), 
you would write the number "l." If your feelings of depression are fairly frequent (a 











I feel emotionally drained from my work. 
I feel used up at the end of the workday. 
I feel fatigued when I get up in the morning and have to face another day 
on the job. 
I can easily understand how my students feel about things. 
I feel I treat some students as if they were impersonal objects. 
Working with people all day is really a strain for me. 
I deal very effectively with the problems of my students. 
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Rating Scale 
HOW OFTEN: 0 1 2 3 4 5 6 
Never A few times Once a A few Once A few Every 
a year or month times a a times day 
less or less a month week a week 
HOW OFTEN 
0-6 Statements 
44.   I feel burned out from my work. 
45.   I feel I'm positively influencing other people's lives through my work. 
46.   I've become more callous toward people since I took this job. 
47.   I worry that this job is hardening me emotionally. 
48.   I feel very energetic. 
49.   I feel frustrated by my job. 
50.   I feel I'm working too hard on my job. 
51.  _ I don't really care what happens to some students. 
52.   Working with people directly puts too much stress on me. 
53.   I can easily create a relaxed atmosphere with my students. 
54.   I feel exhilarated after working closely with my students. 
55.   I have accomplished many worthwhile things in this job. 
56.   I feel like I'm at the end of my rope. 
57.   In my work, I deal with emotional problems very calmly. 
58.   I feel students blame me for some of their problems. 
161 
